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[bookmark: _Toc151149777]Abstract 
The case study's main aim is to determine staff training and development as a tool for high employee performance based on Barclays PLC. The study incorporated qualitative and quantitive methods that involved a questionnaire with both open-ended and close-ended questions and observation. The population used for the study was 35 employees from Barclays PLC, who were chosen through simple random sampling.
The study's findings revealed that staff training and development significantly affect organisational performance. Training and development in the organisation define its success by ensuring that the employees are motivated, retained, and have better output, boosting workplace engagement and working relationships.
The study concludes that training and development significantly impact employee and organisational performance. Employee performance is regarded to impact the bottom line of an organisation. They enhance the employees' skills, knowledge and capabilities, increasing motivation, employee engagement and productivity. The training also improves the employees' motivation. The proper training and development opportunities and effective employee performance can ensure that an organisation attains its desired competitive posture in the global market.
For the company to keep up with the corporate training and development techniques, it is recommended to consider the present trends. Corporations majorly stress providing their employees with the proper training and development opportunities, thus leading to higher retention. It is an aspect that ensures the employees deliver a better return on investment for the organisation rather than recruiting new employees. The company has to consider better training techniques by incorporating technology to reinforce the training initiatives amalgamated with personalised digital training, making it easier for employees to be more effective. However, millennials are believed to be more comfortable and flexible with e-learning training.
Barclays PLC has to focus on the use of intrinsic and extrinsic incentives. The utilisation of psychology and proper comprehension of motivation challenges corporate training to be more scientific in their approach towards the implementation of training programs 
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[bookmark: _Toc151149778]CHAPTER ONE: INTRODUCTION
[bookmark: _Toc151149779]1.1 Background to the study
Employees are considered an essential asset that defines the success of an organisation. Consequently, an organisational goal cannot be achieved without human resources effort. Blake and Mouton (2015) state that training and development are considered potential ways where the efforts and commitment of employees can be leveraged to attain the set organisational objectives. Training is defined by Blank (2013) as a planned process towards a modification of attitude, knowledge or skill behaviour through learning experience to attain effective performance in any activity. According to Carnevale (2013), the development comprises a broad range of activities ranging from coaching to more formal educational commitments and experiences. Development is regarded as a term that emerged in the 1950s and then gradually came to mean essentially the same thing as training. Fetteroll and Nadler (2016) argue that the conflation of training and development is inappropriate. Therefore, training is the learning activity geared towards immediate effect for a particular job. On the other hand, development is regarded as a learning activity designed for future impact on the role that will be done in the future (Craig, 2017). 
Training and development in the organisation are regarded as the backbone of proficiency and great effectiveness in the present times. Desatnick(2010) states that training and development in the organisation is an ongoing process geared towards enhancing skills, gaining knowledge, clarity of concepts, and changing attitudes through a well-articulated and planned education to increase the productivity and performance of the employees. Training and development in the organisation stresses enhancing the employees' performance through the proper system focusing on skills, methodology and content required to attain the desired objectives (BoothLe Doux and LeDoux, 2019). An effective training system for the employees in the organisation assists in developing the right skills and knowledge that enhances productivity, thus leading to overall growth. Therefore, an organisation must structure the proper employee training and development programs to be competitive in the business arena.
Moreover, the programs can be structured in a manner that leads to realising the anticipated self-awareness, competence and motivation for a particular employee to achieve the desired organisational goals. It is an aspect that creates a sense of belonging, improves the employee's skills, and, at the same time, the financial gains of the organisation. The development, motivation, and retention of employees as essential assets have been seen as significant constituents in attaining the goals and objectives of the organisation (Blank, 2013). Furthermore, effectiveness and efficiency are the main elements of performance, competitiveness, and productivity. As a result, training and development are regarded as one way of surging employee performance.
Leech (2019) states that training and development are critical components in the wake of technological advancement that have resulted in intense competition, customer expectations, and the need to lower costs. Presently, customers have become conscious in terms of quality, and their requirements keep changing. Thus, the quality of the products and services rendered to the customers must be continuously enhanced through employee training (Donaldson and Scannell, 2019). Training provides the right platform where employees are prepared for new jobs. Moreover, it is also necessary for individual development and progression, which motivates them to work for an organisation. Despite training presenting a prime opportunity for expansion of the knowledge base of the employees, most organisations find the development opportunities expensive. Furthermore, employees miss out on performing their roles and responsibilities, thus delaying the ongoing projects (Aslanian and Brickell, 2010). Despite the potential challenges, training and development provide the organisation as a whole and the individual employees with the desired benefits that make costs and time a significant investment.
The research was based on Barclays PLC, a British multinational universal bank headquartered in London, England. It operates as two divisions, Barclays UK and Barclays International, which are supported by a service company. Barclays UK entails British retail banking operations, consumer credit card business, wealth management business and corporate banking for small, medium and large-sized companies in the UK. Barclay's international comprises Barclays and Investment Bank, consumers and payment business.
[bookmark: _Toc151149780]1.2 Statement of the problem 
Most researchers have studied extensively on training and development. However, they mainly emphasise that employee training and development increase the performance of an organisation. As organisations try to survive in the competitive market environment, a strong emphasis is on human resources. The success of an organisation is defined by its human resources, which are its most important asset. However, an organisation has to consider factors such as training and development to ensure that the employees have adequate knowledge and skills to perform their roles and responsibilities. Training and development are invaluable since the employees' skills erode and become archaic over a particular period.
1.3 Significance of the study 
Employees are considered an important asset that defines the success of an organisation. However, the organisation's success or failure is defined by how they are treated. Organisations are seeing the most effective ways of ensuring that they remain competitive through the actual management of the employees. Competition in the present business environment has impacted the effectiveness and efficiency of performance, so employees need to have the required skills, knowledge and expertise to improve their professional performance. The research contributes to the present literature on employee training and development as a tool for high performance.
[bookmark: _Toc151149781]1.4 Research Aim 
The main aim of this case study is to determine staff training and development as a tool for the high performance of the employees based on Barclays PLC.
[bookmark: _Toc151149782]1.5 Research Objectives 
The objectives necessary to achieve this aim are as follows
· To determine the impact of training and development on the performance of the employees at Barclays PLC
· To determine the different training and development techniques of employees at Barclays PLC
· To establish the relationship between training and development and organisational performance at Barclays PLC
· To identify the challenges of training and development in attaining organisational goals at Barclays PLC
[bookmark: _Toc151149783]1.6 Research Questions
The research questions to be addressed in this study are as follows
· How does training and development influence the performance of the employees at Barclays PLC?
· What are the different training and development techniques used by employees at Barclays PLC?
· Why is the relationship between training and development  effective in attaining organisational goals at Barclays PLC/
· What are the training and development challenges in attaining organisational goals at Barclays PLC?
[bookmark: _Toc151149784]1.7 Structure of the dissertation
This case study contains five chapters. The first chapter entails the introduction. Chapter 2 consists of a Literature Review with the theoretical and empirical literature. The third chapter is a methodology involving research philosophy, research strategy, data collection methods, sampling, ethical considerations, data analysis, alternative research methods, challenges and problems encountered during data collection. The fourth chapter is Findings/Results, which entails tables and graphs to showcase the data trend. Finally, the fifth chapter is the analysis and conclusion, which comprises data analysis supported by literature, recommendations and areas of further research.
[bookmark: _Toc151149785]Chapters Summary 
The chapter dealt with the evaluation of the various issues concerning training and development in an organisation. The chapters commence with a background study of training and development in the organisation, the statement of the problem, the rationale of the study, the research aim, objectives, research questions and finally, the definition of terms.


[bookmark: _Toc151149786]CHAPTER TWO: LITERATURE REVIEW
[bookmark: _Toc151149787]2.1 Introduction
The chapter reviews the literature according to the set research objectives. It broadly discusses staff training and development as a tool for high employee performance. The chapter provides a comprehensive discussion on how training and development impact the employees and performance of the organisation. Moreover, the types of training and development opportunities and the challenges of training and development 
[bookmark: _Toc151149788]2.2 Theoretical Literature Review
2.2.1Human Capital Theory 
It is a theory that is defined by macroeconomic development theory. In the 1950s, the main production factors entailed labour, land, physical capital and management. Weinberger (2018) states that the theory is based on the fact that people's learning capacities are of great value as other resources involved in producing goods and services. A theory suggests that individuals who invest in training and development will increase their skills and knowledge and be more productive than those less skilled. Wexley and Latham (2011) reiterate that schooling raises the desired earnings and productivity by providing the desired knowledge, skills and a manner in which problems are analysed. However, the theory is majorly based on the notion that the employees' knowledge and skills can be developed through investment in training or education. Schein (2011) argues that the entire investment in the training and development of the employees is geared towards enhancing productivity. However, the training type that must be undertaken is determined by the employee's needs. Some scholars concluded that organisations would not have sufficient incentives to invest in the employees' skills because trained employees can quit working for other employers who use the same skills. Nadler (2012) challenged the assumption and argued that organisations are more than willing to share the set costs of organisation-specific training valued to the obligatory firm. It is due to the observation that employees and potential employers would not benefit from the same productivity level if they changed jobs. Moreover, employees should improve their knowledge and skills because they are the main beneficiaries of improved productivity in a competitive market. However, the employees can undertake different training and development investments by seeking low wages during that period.
2.2.3 Resource Based Theory 
It is a theory focused on determining how organisations create sustainable competitive advantage. The theory focuses on determining how organisations manage and deploy their internal resources. Nadar (2014) states that each organisation has its unique bundle of resources, capabilities and competencies that create a more sustainable competitive advantage. However, an organisation has to amalgamate either tangible or intangible resources. The theory suggests that creating and exploiting particular investments in terms of uncertainty is important if organisations focus on achieving long-term success. Newstrom (2010) argues that the diverse resources, organisational attributes and knowledge are manipulated by an organisation, leading to the execution of strategies that enhance efficiency and effectiveness. For an organisation to achieve the set goals, its resources must be valuable, rare and imitable, thus being heterogeneous and not perfectly mobile. Employees in an organisation are regarded as an intangible resource of the organisation. Garry(2012) upholds that an organisation has to fully utilise the available resources, including financial, human capital and time, to ensure that the employees are valuable, rare, difficult to imitate and non-substitutable.
[bookmark: _Toc151149789]2.3 Empirical Literature Review
[bookmark: _Toc151149790]2.3.1 Concept of Training and Development
Training and development concepts evolved from time immemorial. The oldest form of training in Western society is the apprenticeship system, which was developed in the Middle Ages by the trade guilds (Laird, 2012). The decline of apprenticeship as training started declining during the Industrial Revolution period. However, it remains an essential aspect of employee training in the United States. According to Leech (2019), the 1960s saw a tremendous increase in training laboratories and other forms of sensitive training. However, the popularity of training increased in the 1980s through behaviour modelling, which was great for management training (Laird, 2019). Presently, the demands for industries and commerce keep changing and are reflected in the diverse training programs. The new approaches, skills, competencies and operations require new training and development programs from time to time to meet the organisation's needs.
Training and development have become buzzwords in the dynamic, competitive business environment. Kirkpatrick (2012) states that training and development is a function within human resource management that fulfils the gaps between the present and the anticipated performance. There is a need to enhance productivity due to the frequent changes in the business environment; accordingly, effective and efficient training is not less apparent. Loughary and Hopson (2019) uphold that in the changing market phase, all organisations have prospects to grab and many challenges to meet. Dynamic organisations are smoothly surviving in the present competition in the changing situation. While facing the set challenges, the management is tasked to meet the desired requirements regarding policies, rules, and regulations (McKillip, 2016). The role played by training and development in the organisation cannot be overemphasised. The corporate marketplace is quickly changing, and businesses must be flexible to adapt to change.
Technology is one of the main drivers of rapid change, with automation and artificial intelligence at the forefront. Consequently, there is a need for the employees to be trained on a timely basis to compete effectively. Nadler (2012) espouses that the right human capital is a differentiating factor for the effectiveness and efficiency of an organisation. Organisations invest heavily in training and developing their employees to attain short and long-term goals. Training is defined by Michalak and Yager (2010), as the process of improving the skills, capabilities and knowledge of employees performing a specific job. According to Gary (2012), training is an organised procedure by which people learn knowledge and improve procedures for a definite purpose. It is geared towards imparting knowledge to the employees on how to perform particular tasks to increase the set effectiveness. Newstrom (2010) states that development is considered a holistic, ongoing process that involves the educational growth and maturity of people in management positions. According to Friedman and Yarbrough (2015), development is the process where employees discover and evolve into the person they want to be by examining their personality, skills and abilities. Thus, training and development in human resources is the backbone for getting the best out of the employees. Training and development are defined by Craig(2019) as educational activities within an organisation that are created to improve the knowledge and skills of employees while providing information and instruction on how to perform specific tasks effectively. Most successful organisations comprehend that it is more beneficial and cost-effective to develop employees rather than seek out new talent. Therefore, training and development has emerged as an essential educational enterprise over the past three decades. It is an aspect significantly associated with the increased demand in the workplace for employees at all levels to enhance performance in their present jobs (Davis and McCallon, 2014). Employees must acquire the right skills and knowledge to manage their roles and responsibilities in the rapidly changing business environment.
Most organisations have initiated diverse training and development programs for career advancement (Fournies, 2012). However, before training or development programs, organised efforts through individual and organisational appraisals are made to determine the training needs. After determining the required needs, an assessment is done to evaluate the effectiveness of the programs aligned to the needs. Conversely, the evaluation is based on the three levels of organisation, task and person. Identifying the skills gaps determines how employees' work performance affects the organisation's progress towards attaining its goals.
Nevertheless, the intended training has to address any skill gaps that slow down the progress of the organisation. Presently, more employees are working remotely; hence, training and development opportunities should provide programs that resonate with off-site employees (Fetteroll and Nadler, 2016). Finally, the assessment of the training has to be done to get the correct feedback that can guide future efforts to encourage learning.
 According to Davis and McCallon (2014), training in an organisation is regarded as a human development process that enlarges people's choices and instils excellent motivation to improve job performance. The training programs in an organisation are generated independently with the aim of employees' long-term development. Nonetheless, the organisation's leaders find employee performance the most significant challenge. Therefore, stress training and development are essential to improve employee performance and achieve organisational performance (Donaldson and Scannell, 2019).
[bookmark: _Toc151149791]2.3.2 training and Development Techniques 
Every organisation is focused on ensuring that the employees work with complete efficiency. It is due to the rapid changes in the business environment that make it challenging for employees to work with the same knowledge and skills (Carnavale, 2013). It improves the skills and expertise of employees, thus leading to training and development. There are various techniques of training and development for employees that define efficiency and effectiveness. Different types of training can be given to the employees, such as induction, refresher, on-the-job, vestibule and training for promotions. The main types of training offered are on-the-workplace and off-the-workplace. 
Brookfield (2016) states that managers and supervisors perform on-the-job training to enhance skills and support knowledge. On the other hand, Blank (2013) restates that off-the-job training is done in the job field and the working environment, such as through seminars, conferences, group teachings and discussions.
[bookmark: _Toc151149792]2.3.2.1 On-the-job training 
Job Rotation: An organisation has different jobs that require different knowledge and skills in the employees. The development of the employees in all the sectors and departments requires job rotation for the right up-skilling. It is an effective technique that ensures employees work on different posts with diverse responsibilities without increasing their wages. Anderson and Kasi (2012) recap that Job rotation is one of the most common techniques that steers the promotion of greater interest in the company while improving the employees' commitment to the organisation. It offers the right motivation, career satisfaction, and interdepartmental cooperation, thus steering opportunities for promotion and development (Blake and Mouton, 2015).
However, there is a high possibility of the technique leading to failure before colleagues, thus damaging one's reputation at work. The training and development technique disrupts since the employees must occasionally adjust to new working groups (Desatnick, 2010). Although it does not cost the organisation, costs are aligned based on training time and employee errors while engaging in a new department.
Job Shadowing: It is an effective technique that results in increased employee interest as well as engagement. It is an ideal way for the employees to gain new perspectives on the organisation to the extent of seeking different roles (Boothle-Doux and LeDoux, 2012). However, the main aim of the technique is to ensure that an employee gets the proper knowledge and skills to perform a new role in the organisation (Craig, 2017). Therefore, this makes it possible to get a more comprehensive view of the organisation. Job shadowing is a technique that is recommended when existing employees are undertaking a new role in the organisation.
Team Training: The main aim of team training is to develop a team collectively instead of each trainee. It assists in developing the right social skills and friendships within a team. Conversely, for team training to attain the set goals, all members must be engaged in the training process (Alsanian and Brickell, 2010). Resistance from other group members is always possible, negatively affecting the technique's success. Team training is mainly used to develop the desired knowledge and skills. It is a recommended technique for employees who assume to work together.
Internship: The main advantage of this method is that the employer can train the employee at no cost, and the employees get a chance to work in the role they are trained for. Additionally, the training is always relevant to the set job description. Consequently, the training experience is inconsistent and highly stressful (Baird, Scheiner and Laird, 2013). 
[bookmark: _Toc151149793]2.3.2.2 Off the Job Training 
Simulation: Blank (2013) defines simulation as a state where the trainee or the employee is trained in a near perfect work situation. Simulation is a training method to get the desired experience in a manipulated environment. According to Fournies (2012), Vestibule training entails the trainees learning in an environment virtually identical to what is encountered on the job. It is a method geared towards stimulating actual work situations so that the trainees are equipped with preliminary work experiences before getting into the actual work experience. The main advantage of simulation is that it reduces the occurrence of training incidents and is cost-saving to the organisation (Carnavale, 2013). It also enables the employees to acquire the right attitudes, concepts, knowledge and skills to improve the trainee's performance.
Classroom/ Lecture. It is a process where the trainer teaches or disseminates information orally to the trainees with little or no participation. It is information that is defined by the trainers' extensive research and experiences (Camp, Blanchard and Huszczo, 2016). It is mainly used when the information is extensive, or the content is voluminous. However, for it to be effective, it has to be supported by other methods, such as case studies and role plays. It is a cost-effective and less time-consuming technique.
Case study. According to Craig (2012), it is regarded as a problem-solving technique where the trainees are given either practical or theoretical issues to analyse, synthesise or solve questions. It is a training approach adopted when an organisation wants the employees to perform roles involving analysis, problem-solving, and critical thinking skills (Rae, 2017). It is majorly utilised where the learning process entails questioning and interpretation.
[bookmark: _Toc151149794]2.4 Training and development and performance of the employees 
According to Aslanian and Brickell (2010), performance is the action or process of carrying out a particular task or function. American Society for Training and Development (2016) defines performance as work effectiveness, quality and efficiency at the task level. Employee performance is considered to be how an employee fulfils the duties of the assigned role, completes the intended task and behaves at the workplace. Blake and Mouton (2015) state that it is also regarded as how employees at the workplace behave and how well they perform their duties obligated to them. Brookfield(2016) upholds that performance defines an organisation's success in achieving the set objectives; therefore, it raises the capability of an organisation, which is an asset for the employees to assist the organisation in achieving its purpose. It is an aspect that raises the question of how an organisation can ensure the employees perform effectively to promote the organisation's status. Training is regarded as an essential concept that improves the capability of the employees to attain the set organisational objectives (Desatnick, 2010). However, it occurs at diverse levels of the organisation and assists employees to attain different goals. Training has been seen as an element that not only gives the employees the power to deal with the customers more effectively, considering the significance of timeliness. Likewise, it sharpens creativity and capability to make decisions more timely.
 Effective training programs lead to the attaining of the right business goals. Training is seen as an essential dynamic approach to the organisation. The vibrant approach in the present business world is a necessity because organisations that adopt a controlled way of functioning may not be able to deliver results consistently (Craig, 2017). A high degree of quality of work among the employees in the organisation culminates in increased profits, higher employment and heightened demands in the market. Nevertheless, enhancing the quality of work for the employees in the organisation is a continuous process due to the changing nature of the business environment. Anderson and Kasi (2012) state that training and development are essential components in assisting employees in developing their personal and professional skills, knowledge, and abilities. A 2019 report published in the International Journal of Business and Management Research indicates that 90% of the employees surveyed agreed that training and development programs improved their job performance. Training is focused on imparting the required knowledge and skills to the employees concerning the diverse issues in the organisation. However, effective implementation of the training programs is required to develop a profitable and effective organisation and productive workforce. Besides, employees in the organisation are always concerned with development related to their career growth, which leads to motivation and retention. Chalofsky and Lincoln (2013) state that a well-trained and developed workforce is valuable to the organisation, thus increasing the high prospects of effectiveness in performing their roles and responsibilities. Training and development ensure work-life balance among the employees in a more proper manager, minimising build-up stress (Bridges, 2014). The set training and development programs offer psychological health to the employees, thus reducing the rate of absenteeism.
Consequently, this leads to employee morale, job satisfaction, commitment, and increased productivity towards the organisation's objectives. The various studies on training and development depict a strong relationship between human resource management practices and the performance of an organisation. Training and development are regarded to be one of the major practices that positively affect employees' skills, knowledge, and capabilities, which leads to better performance. A study conducted by Brookfield (2016) investigated the relationship between employee training and performance, showing a positive relationship between training and performance. However, it is only possible when an organisation can meet the needs of the employees more conveniently.
Competitive advantage is regarded as the heart of a particular competitive strategy. It entails the desired capabilities, resources and decisions that enable an organisation to capitalise on market prospects (Blank, 2013). It is believed that better people require better processes for an organisation to compete effectively in the dynamic market. It is believed that unique human resource practices assist in creating extraordinary competence that assists organisations to compete effectively. Therefore, training and development are essential components of human resource planning activities that maximise returns and attract the right talent to the organisation. Likewise, it is seen as a tool that develops the right thinking capabilities, making decisions and managing organisational complaints amicably.
Additionally, training and development provide the right capabilities when employees move from one responsibility to another (Benne and Sheats, 2018). Thus, it is necessary to provide high-quality work at all company levels. Conversely, the training of employees should be utilised more effectively to improve managerial and operational skills. Providing suitable structures and proficiencies increases the employees' probability of delivering the mission while supporting a learning culture.
Craig (2017) states that employees continuously upgrade their skills and knowledge to improve productivity. Developing the desired employee skills plays a significant role in ensuring that the employees are motivated, thus leading to increased productivity. Motivation is regarded as the internal and external driving forces that ensure individuals perform an activity towards attaining a particular goal. Friedman and Yarbrough (2015) echo that motivation has been considered an element that changes human belief into actions. It also enhances the employee's performance level and leads to achieving more in the organisation.
Furthermore, it ensures that the employees have the desired inner feelings to perform their work more professionally (Fournies, 2012). Thus, motivation cannot be ignored since it is the foundation of organisational survival. Motivation is regarded to be a tool that enhances performance through learning. Suppose the employees in the organisation are well motivated. In that case, they perform their assigned roles and responsibilities with complete honour and dedication to their organisation.
Training and development are regarded as one of the components responsible for improving and developing the performance of the employees. Therefore, training is the right strategy for attaining the organisational objectives in this competitive world. According to Anderson and Kasi (2012), the performance of the employees in the organisation can be shown through increased productivity, efficiency in the use of new technology and well-motivated personnel. Organisations differ in type and size; thus, there is a need to prioritise providing employees with the right training opportunities. Organisations must create a robust learning and development program that efficiently addresses the numerous employee training challenges based on knowledge and skills (Camp, Blanchard and Huszczo, 2016). It is an aspect that will impact the quality of the employees, thus leading to higher employee performance.
Organisations can reap the rewards of providing training and development opportunities because well-trained employees increase productivity and profits. Investment in employee training assists in enhancing the rates of retention, customer satisfaction and innovativeness in new product ideas (Davis and McCallon, 2014). Practical training saves labour, minimising the time spent on problem-solving, and saves resources by creating a productive workforce. Employee satisfaction and self-esteem improve through training and development when they understand the workings of an organisation. It can also lead to improved morale on the job and loyalty to the organisation. The study conducted by Blank (2013) on the impact of training and development on employees' performance in Pakistani banks used descriptive and quite explanatory language. The main findings were that most employees showed that training and development positively impacted knowledge, work quality, quantity, functional skills and motivation. The study concluded that training and development significantly affect employee performance. Employees who believe in the training and development opportunities an organisation provides are less likely to leave the organisation. According to Work Institute Report 2019, 20% of the employees who left their organisations voluntarily did so due to a lack of career development opportunities. Therefore, opportunity is the primary driver of attaining the required employee retention. The costs of employee turnover in terms of separation, exit interviews, and administrative functions seem to be high; hence, an organisation needs to minimise these costs by keeping well-trained employees (Blake and Mouton,2015).
[bookmark: _Toc151149795]2.5 Impact of employee training and organisational performance
Organisations find it difficult to remain competitive in the present global economy. The American Society for Training and Development (2016) reiterates that changes are being experienced on a timely basis. Consequently, organisations must be dynamic in their business process and keep executing the changes to remain competitive. Training and development are essential factors that sustain healthy competition in the present business environment. Training is becoming a critical factor due to the development of advanced technology, thus making it necessary for the employees to be trained. Blank(2013) suggests that when employees feel valued and recognised, loyalty among them increases, leading to organisational productivity. In the present era, employees seek employment in an organisation that fosters career advancement opportunities. The effect of employee training and development is majorly associated with the set work proficiency. Employee retention is majorly associated with training and development. The present business environment is vibrant, thus making it difficult for organisations to achieve the set employee retention (Chalofsky and Lincoln, 2013). However, the retention of employees is majorly associated with the working conditions. Training and development activities make it easier for the employees in the organisation to adapt, innovate, compete and reach the set goals. As a result, training ensures that the employees minimise the set risks. They assist them in remaining driven in the business environment and comprehend that investing in employees leads to significant outcomes (Donaldson and Scannell, 2019).
Organisations majorly benefit in terms of low employee turnover. Employees' confidence increases when they gain the desired skills and knowledge (Booth Le Doux and LeDoux, 2012). Consequently, employee training has become worth the investment because replacing talents is more costly than retaining the existing ones. Based on the research done by Gallup, replacements can cost an organisation approximately 150 per cent of the employee's annual salary. Besides, employee training has become essential for creating a skilled workforce for the future. Employee training and development allow the adoption of new methods and technology (Baird, Scheiner and Laird, 2013). The business environment keeps changing; therefore, reaping the full benefits requires regular workforce upskilling. It is an aspect that ensures the employees adapt to the latest technological developments quickly, thus speeding up innovations in processes and products.
Training and development ensure that organisations stay competitive in the business market. The American Society for Training and Development (2016) found that there is a relationship between financing in employee training and development programs and higher revenues from the stock market. It is believed that organisations make investments worth 1,575 pounds for each employee for learning and receive 24% growth in terms of gross profits. Therefore, training programs ensure that organisations attain the desired preservation of talents, differentiating themselves from other organisations and enhancing the employer's reputation. It is an aspect that ensures organisational effectiveness is achieved.
In a nutshell, organisations have the responsibility of enhancing employee performance by executing the proper training and development programs. Organisations must adjust the employees' contribution by ensuring a suitable source of staff that is functionally, technically and socially capable of fostering the growth of the managerial roles. It is believed that organisations that execute employee training and development programs receive positive outcomes from those who utilise them.
[bookmark: _Toc151149796]2.6 Challenges of training and development 
Despite training and development defining the organisation's success, it faces many challenges. Aslanian and Brickell (2010) postulate that as digitalisation continues to occur at a rapid pace, the evolution of the workplace and the expectations of the employees keep changing from time to time. However, it requires more attention from the learning and development team to concentrate on the right plan of up-skilling the employees for a digital age. According to Friedman and Yarbrough(2015), as remote work becomes the norm and organisations go through digital transformation, there is a need for the reskilling and up-skilling of the employees to attain the desired competitive edge as well as achieve the desired job requirements in a digital set up. Working through the turmoil of lockdowns, employers now value soft skills more than ever. Working from home during the lockdown tested courage and resilience in managing unfamiliar technology and communicating in diverse ways. Therefore, up-skilling in technical and soft skills provides the right prospects for the progression of the employees and the development of new skills to benefit the organisation. Employee training is not as easy as gathering employees for a three-hour lecture in a conference room, so choosing the correct training technique (Desatnick, 2010). Organisations majorly stick with outdated training methods that do not meet the needs of the employees. The ineffective training modules culminate in employees inadequately engaging with the learning platform and content. It is due to the employees failing to see the relevance of training or not comprehending its objectives. Therefore, organisations must consider using the right methods to ensure the employees get adequate knowledge and skills to perform their roles and responsibilities.
The scaling of personalised training and development impedes meeting the needs of the employees. Blank (2013) states that 91% of employees seek personalised training programs and would even stay longer with the organisation if their employer invested consistently in their career growth. An organisation can scale the training and development through coaching that proactively educates employees and monitors their progression. It becomes challenging when an organisation has to design a program that engages the employees in different channels and assists them in building the most relevant skills at scale.
[bookmark: _Toc151149797]Chapter Summary 
The chapter begins by discussing the theories related to the subject matter: resource-based and human capital theories. The concept of training and development is discussed, beginning with its historical context. The impact of training and development on the high performance of employees is reviewed comprehensively. The chapter also discussed how training and development influences organisational performance and the challenges of training and development.
[bookmark: _Toc151149798]CHAPTER THREE: RESEARCH METHODOLOGY 
[bookmark: _Toc151149799]3.1Introduction
The chapter dealt with the research techniques used in collecting data. The chapter discusses the set research philosophy, research strategy, sampling, data collection methods, ethical considerations, data analysis, alternative research methods and the challenges encountered during the collection of data.
[bookmark: _Toc151149800]3.2 Research Philosophy
Patton(2011) defines research philosophy as a framework that provides the desired guideline on how a particular research has to be conducted based on ideas about reality and the nature of knowledge. The two main types of research philosophies are positivism and interpretivism. Positivism is regarded as a philosophy that enables a researcher to observe reality in a more objective manner (Creswell, 2018). On the other hand, interpretivism is where the reality is defined by the researcher's opinion to gain insights, learn behaviour and evaluate culture to attain an understanding of the users (Miles and Huberman, 2014). The study will consider a positivist philosophy that tends to incorporate a large sample size and produces precise, objective and quantitative data.
[bookmark: _Toc151149801]3.3 Research Strategy 
The main research strategies are ethnography, case study and ethnography. Ethnography is considered to be a qualitative method for collecting data that is majorly used in social and behavioural sciences. It is mainly used to collect data through observations and interviews, which are used to draw conclusions concerning how societies and individuals function. Netnography entails the collection of data from online data sources such as online forums, social media and blogs to gain insight into individuals, attitudes, behaviours and interactions within the community. The research incorporated the case study strategy to gather comprehensive and multifaceted explorations of a complicated issue in their real-life set-up.
[bookmark: _Toc151149802]3.4 Sampling
Kothari (2014) states that sampling refers to the process in statistical analysis where the researchers take a programmed number of observations from a larger population. A study can consider the utilisation of probability and non-probability sampling techniques. The probability sampling technique entails random selection that makes statistically solid inferences concerning the entire group (Johnson and Christen, 2014). On the other hand, non-probability sampling entails the non-random selection defined by convenience or other criteria that make it easier to gather the correct data (Creswell, 2018). The study considered a simple random sampling technique that is probability in nature. It is a sampling technique that ensures all the respondents can participate in the study.
Creswell (2018) defines a target population as the group of individuals the intervention intends to research and draw conclusions from. A sample is a subset containing a more significant population's characteristics. It can also be defined as a smaller data set that a researcher chooses from a larger population using a pre-defined selection method. The study considered a sample size of 35 from the target population at Barclays PLC, comprising Barclays PLC employees.
[bookmark: _Toc151149803]3.5 Data Collection Methods
Qualitative research majorly relies on verbal narratives like spoken or written data. According to Kothari (2014), qualitative research can be defined as a technique of inquiry that leads to the development of an understanding of human and social sciences to find how people think and feel. It is an unstructured and exploratory research technique that studies complicated phenomena impossible to elucidate with quantitative research. However, it effectively understands human behaviour, attitudes, intentions and motivations based on interpretation and observation. Quantitative research incorporates logical or statistical observation to draw the desired conclusion (Miles and Huberman, 2014). It establishes the relationship between two variables by utilising statistical techniques such as graphs and tables to steer the analysis of the results more quickly. The study incorporated a quantitative method that revolves around the positivist philosophy and tends to view only factual knowledge gained through observation. It is an effective technique for the study since it allows for evaluating a theory through statistical data collection and analysis.
The data collection method incorporated in a study is the primary method that incorporates information gathered through the self-conducted research methods. The main aim of primary data is to respond to particular questions that directly affect the project. The study incorporated the use of primary techniques through a questionnaire. The questionnaire had both open-ended and close-ended questions. The open-ended questions ensured that the respondents provided sufficient information concerning the subject matter. Questionnaires are effective since they offer the right platform for a fast, efficient, and cost-effective means of collecting information from a sizeable sample. It is effective in measuring the subject's behaviour, as well as preferences, intentions, attitudes, and opinions. The questionnaire comprised questions designed to collect sufficient information on the topic. The responses provided by the respondents were sufficient to provide detailed information concerning the research questions. The questionnaire was divided into two parts. The first part entailed biographical information such as gender, education, age and work experience. In contrast, the second part had questions consisting of statements with a Like it scale of 5 with 1- strongly Agree,2- Agree,3-Neutral,4 Strongly Disagree and 5-Disagree.
[bookmark: _Toc151149804]3.6 Research Procedures 
The questionnaire was disseminated to the respondents and completed without coercion. The researcher ensured that the questionnaire had short and relevant questions that were not annoying to the respondents. The respondents were given adequate time to fill out the questionnaire. They sent it back to the researcher once they were completed. The data was collected during working hours as a prior request had been made to the management. However, there were follow-up calls to ensure they were filled within the stipulated time.
[bookmark: _Toc151149805]3.7 Ethical Considerations 
Ethics is an important aspect when dealing with human participants. The research was designed and conducted with the highest quality standards, integrity, ethical propriety, and legal compliance. The respondents chosen for the study were informed of the purpose, techniques, and use of their research. In addition to the significance of their participation, risks and benefits are involved. The respondents must voluntarily consent to participate and withdraw from the study at any point without being intimidated. The respondents were assured of confidentiality of information, anonymity and must be respected. The data obtained from the study was collected, processed and stored following the Data Protection Act,1998. However, the respondents were given a participant information sheet stating the study's background and purpose before completing the questionnaire. The participants were also allowed to withdraw from the study at any point without the need to give a reason.
[bookmark: _Toc151149806]3.8 Data Analysis 
The quantitative data collected from a questionnaire was analysed using a deductive statistical analysis. The descriptive analysis comprised mainly raw data edited for completeness, rearranged, put in order and fed into Microsoft Excel. It is then converted into tables, frequencies, and graphs to comprehend the set trends better.
[bookmark: _Toc151149807]3.9 Alternative Research Methods 
The research could have considered using the qualitative technique to uncover fundamental causes, beliefs, incentives, opinions and thoughts, which can be used to develop a hypothesis for a potential quantitative study. Interviewing is regarded as the most appropriate research technique for exploring complicated and refined portent in terms of opinions, feelings and experiences. In addition to the complicated issues that require extensive comprehension of how the diverse aspects work. The semi-structured interviews are associated with flexibility and conversing with the respondents to ensure they give detailed information on a particular subject matter. However, they are considered time-consuming, especially when incorporating transcription and data analysis components.
[bookmark: _Toc151149808]Chapter Summary 
The chapter majorly dealt with the general methodology geared towards responding to the research objectives. The research strategies have been discussed in the chapter. The research philosophy defines the different research methods and designs used in the dissertation. There were also ethical considerations that ensured the research was done according to the set laws. Moreover, alternative research methods and the challenges encountered during the study have also been discussed.
[bookmark: _Toc151149809]CHAPTER FOUR: RESULTS /FINDINGS 
[bookmark: _Toc151149810]4.1 Introduction
The chapter addresses the study's findings on staff training and development as a tool for high employee performance using the case of Barclays Bank. The findings were outlined based on the objectives of the study. They are outlined based on responses from the questionnaire filled out by the respondents.
[bookmark: _Toc151149811]4.2 Response Rate 
A sample of 35 respondents was selected from different departments at Barclays PLC. In this regard, 35 questionnaires were issued or run through via phone call and distributed to the employees to collect the necessary information regarding the training and development of employees in relation to their performance. However, 30 questionnaires were completed. The five questionnaires were neither filled out nor returned for unknown reasons.
Table1. Response Rate 
	Target Population 
	N=35
	Valid Percent 

	Human Resource
	15
	

	Accounting 
	5
	

	Supply Chain 
	6
	

	Customer Service
	4
	

	TOTAL RESPONDENTS
	30
	



Table 2 Gender of the respondents 
	
	Frequency 
	Percentage 

	Male
	18
	60

	Female
	12
	40

	TOTAL 
	30
	100


  According to the above data, more male employees work at Barclays PLC, representing 60%, while the females represent 40%. It shows that Barclays PLC has a male-dominated workforce. 

Table 3. Age of the respondents 
	
	Frequency 
	Percentage 

	18-30
	8
	26.67

	31-40
	12
	40

	41-50
	6
	20

	51 and above 
	4
	13.33

	TOTAL 
	30
	100


  In response to the above data, most of the respondents at Barclays PLC are between the age of 31-40, representing 40%, 18-30, 26.67%, 41-50, 20% and 51 and above, 13.33%. It shows that the employees in the organisation are millennials.

Table 4. Number of years worked at Barclays PLC
	
	Frequency 
	Percentage 

	1-4 years
	6
	20

	5-10 years
	9
	30

	11-15 years
	8
	26.67

	Over 15 years
	7
	23.33

	TOTAL 
	30
	100


  According to Table 4, most respondents have worked between 5-10 years, representing 30%, 11-15 years 26.67%, over 15 years 23.33% and 1-4 years 20%.it shows that the organisation has a higher retention rate.

Table 5. Education of the respondents 
	
	Frequency 
	Percentage 

	Diploma
	13
	43.33

	Degree
	10
	33.33

	Masters 
	7
	23.33

	TOTAL
	20
	


 Table 5 shows that most respondents have attained a diploma, representing 43.33%, Degree 33.33% and masters 23.33%. It signifies that most of the respondents are equipped with the right skills and knowledge, thus being able to perform their assigned roles and responsibilities.

Table 6. Training is a must for enhancing productivity and performance in the organisation 
	
	Frequency 
	Percentage 

	Strongly Agree
	17
	56.67

	Agree
	2
	6.67

	Neutral 
	0
	0

	Strongly Disagree
	6
	20

	Disagree
	5
	16.67

	TOTAL 
	30
	100


 According to Table 6, most of the respondents agreed that training is a must to increase the desired productivity and performance in the organisation, representing 56.67%; those who agreed 6.67%, strongly agreed 20% and disagreed 16.67%. 

Table 7. Training programs have assisted in the creation of a productive workforce at Barclays PLC
	
	Frequency 
	Percentage 

	Strongly Agree
	19
	63.33

	Agree
	3
	10

	Neutral 
	1
	3.33

	Strongly Disagree
	4
	13.33

	Disagree
	3
	10

	TOTAL 
	30
	100


 Table 7 showcases that most of the respondents strongly agreed that training programs have assisted in the creation of a productive workforce, signifying 63.33%; those who agree 10%, those who neither disagreed nor agreed 3.33%, strongly agreed 13.33% and those disagreed are 10%. 

Table 8. Does training assist the employees to be accountable and authoritative in making a decision 
	
	Frequency 
	Percentage 

	Strongly Agree
	13
	43.33

	Agree
	5
	16.67

	Neutral 
	1
	3.33

	Strongly Disagree
	7
	23.33

	Disagree
	4
	13.33

	TOTAL 
	30
	100


 According to the above data, most of the respondents strongly agreed that training assists the employees to be accountable and authoritative in making decisions, representing 43.33%; those who agreed 16.67%.those who neither agreed nor disagreed 3.33%; those who strongly agreed 23.33% and those who agreed 13.33%.

Table 9. How often are training programs conducted in your department?  
	
	Frequency 
	Percentage 

	Every month 
	14
	46.67

	Every Quarter 
	7
	23.33

	Half-yearly 
	6
	20

	Once in a  year
	3
	10

	TOTAL
	30
	100


 According to Table 9, most of the respondents agreed that training in their department is conducted every month, representing 46.67%, every quarter 23.33% ,half a year 20%, and once a year 10%.It shows that most of the employees at Barclays PLC undergo training.

Table 10. What training methods do you prefer 
	
	Frequency 
	Percentage 

	Off the job 
	20
	66.67

	On the job 
	10
	33.33

	TOTAL 
	30
	100


  In Table 10, most respondents agreed that they prefer off-job training, representing 66.67%, while on the job, 33.33%.

Table 11. Does your organisation consider training as part of the organisational strategy? 
	
	Frequency 
	Percentage 

	Strongly Agree
	22
	73.33

	Agree
	4
	13.33

	Neutral 
	0
	0

	Strongly Disagree
	3
	10

	Disagree
	1
	3.33

	TOTAL 
	30
	100


  According to Table 11, most of the respondents agreed that training is considered part of the organisational strategy, representing 73.33%; those who agreed 13.33%, strongly disagreed 10% and those who disagreed 3.33%

Table 12. What are the benefits of training and development to the employees at Barclays PLC?
	
	Frequency 
	Percentage

	Increased output
	22
	73.33

	Increased motivation 
	24
	80

	Work-life balance 
	21
	70

	Boosts workplace engagement 
	25
	83.33

	Builds workplace relationship
	19
	63.33

	Retention of employee
	20
	66.67


  In reference to the above data, it can be ascertained that training and development are beneficial to the employees at Barclays PLC since it leads to increased output representing 73.33%, increased motivation 80%, work-life balance 70%, boosted workplace engagement 83.33%, and builds workplace relationship 63.33% and retention of the employees 66.67%.

Table 13. What are the training and development challenges for the employees at Barclays PLC?
	
	Frequency 
	Percentage 

	Reskilling and Up-skilling of the digital workplace 
	23
	76.67

	Ineffective and outdated training methods 
	25
	83.33

	Lack of employee feedback on training 
	21
	70

	Adapting to remote learning 
	17
	56.67 


 In reference to Table 13, it can be seen that training and development of employees experience challenges with reskilling and up-skilling of digital workplace representing 76.67%, Ineffective and outdated training methods 83.33%, lack of employee feedback on training 70% and adapting to remote learning 56.67%.

Table 14. Does your training in the organisation give you the necessary skills to work on tasks from the start to the end? 
	
	Frequency 
	Percentage 

	Strongly Agree
	19
	63.33

	Agree
	4
	13.33

	Neutral 
	3
	10.00

	Strongly Disagree
	0
	0

	Disagree
	4
	13.33

	TOTAL
	30
	100


 In reference to Table 14, most of the respondents strongly agreed that training in the organisation gives you the necessary skills to work from the start to the end, representing 63.33%; those who agreed 13.33%; those who neither agreed nor disagreed 10% and those who disagreed 13.33%.
Table 15. Do you complete your tasks within time after being trained on how to improve your performance? 
	
	Frequency 
	Percentage 

	Strongly Agree
	24
	80

	Agree
	2
	6.67

	Neutral 
	0
	0

	Strongly Disagree
	1
	3.33

	Disagree
	3
	10.00

	TOTAL
	30
	100


 The above data on Table 15 shows that most of the respondents strongly agreed that they complete their tasks after being trained on how to improve their performance, signifying 80%, those who agreed 6.67%, those who strongly agreed 3.33% and disagreed 10%. 

Table 16. Does the organisation hold conferences more often in order to achieve organisational objectives and improve employee performance?
	
	Frequency 
	Percentage 

	Strongly Agree
	20
	66.67

	Agree
	3
	10.00

	Neutral 
	2
	6.67

	Strongly Disagree
	1
	3.33

	Disagree
	4
	13.33

	TOTAL 
	30
	100


 Table 16 depicts that most of the respondents strongly agreed that the organisation holds conferences more in order to achieve organisational objectives and improve employee performance, representing 66.67% those who agreed 10%, those who neither agreed nor disagreed 6.67%, strongly disagreed 3.33% and disagreed 13.33%

Table 17. Do employees who are actively engaged in their jobs through training programs work with passion and feel a profound connection with the company
	
	Frequency 
	Percentage

	Strongly Agree
	22
	73.33

	Agree
	5
	16.67

	Neutral 
	0
	0

	Strongly Disagree
	3
	10.00

	Disagree
	0
	0

	TOTAL 
	30
	100


 The above data shows that the respondents strongly agreed that the employees who actively engage in their jobs through training programs work with passion and feel a profound connection with the company, representing 73.33% agreed 16.67% and strongly disagreed 10%
Table 18. Through training programs, employees can pave the way for organisations to achieve their financial and non-financial objectives 
	
	Frequency 
	Percentage

	Strongly Agree
	23
	76.67

	Agree
	4
	13.33

	Neutral 
	3
	10.00

	Strongly Disagree
	0
	0

	Disagree
	0
	0

	TOTAL 
	30
	100


 Table 18 shows that most of the respondents strongly agreed that through training programs, employees are able to pave the way for the organisations to achieve organisational financial and non-financial objectives, signifying 76.67%, Agree 13.33%  and those who neither  agree nor disagree 10% 

[bookmark: _Toc151149812]Chapter Summary 
This chapter has presented the findings from the collected data through the use of a questionnaire that was self -administered. The four objectives were deliberated on, and it was observed that Barclays PLC considered the use of training and development to enhance its performance.
[bookmark: _Toc151149813]CHAPTER FIVE: ANALYSIS AND CONCLUSION 
[bookmark: _Toc151149814]5.1 Introduction
This chapter is the final section of the dissertation. It finalises the study by analysing and concluding the findings and recommending what Barclays PLC has to adopt to ensure sufficient training and development. The section also suggests the areas for further research in this dissertation.
[bookmark: _Toc151149815]5.2 Analysis of the study
The main aim of the dissertation was to determine the impact of training and development on the high performance of the employees. The objectives of the study were to determine the impact of training and development on the performance of the employees at Barclays PLC, the different training and development techniques of employees at Barclays PLC, the relationship between training and development and organisational performance at Barclays PLC and the challenges of training and development in attaining organisational goals at Barclays PLC.
Descriptive research was used with a sample size of 35 employees from Barclays PLC. A structured questionnaire was designed with open and close-ended questions to ensure sufficient information was collected concerning the study. The collected data was then analysed using Microsoft Excel and converted into tables, frequencies, and graphs for easier understanding. The study analysed the data from primary research to determine staff and development as a tool for high employee performance.
The first objective was analysed, and the findings suggest that training and development significantly impact the performance of the employees at Barclays PLC. Effective training programs lead to the attaining of the right business goals. Training is seen as an essential dynamic approach to the organisation. The vibrant approach in the present business world is a necessity because organisations that adopt a controlled way of functioning may not be able to deliver results consistently. A high degree of quality of work among the employees in the organisation culminates in increased profits, higher employment and heightened demands in the market. However, enhancing the quality of work for the employees in the organisation is a continuous process due to the changing nature of the business environment. About Table 11, an organisation considers training as part of its strategy. Baird, Scheiner and Laird (2013) state that organisations can reap the rewards of training and development opportunities because well-trained employees increase productivity and profits. Investment in employee training assists in enhancing the rates of retention, customer satisfaction and innovativeness in new product ideas. Blank(2013) upholds that practical training saves labour, minimising the time spent on problem-solving, and saves resources by creating a productive workforce. Employee satisfaction and self-esteem improve through training and development when they understand the workings of an organisation. About Table 8, most respondents agreed that training assists the employees in being accountable and authoritative in making decisions. Davis and McCallon (2014) reiterate that not only will employees who have participated in training and development programs be more confident in their knowledge and abilities, but so will their managers. It is an aspect that fosters enthusiasm and accountability for the work results. Most of the respondents agreed that training and development are beneficial to the employees at Barclays PLC. Training and development ensure work-life balance among the employees in a more proper manager, thus minimising the build-up of stress. The set training and development programs offer psychological health to the employees, thus reducing the rate of absenteeism. Consequently, this leads to the development of the employees' morale, job satisfaction, commitment, and increased productivity towards the organisation's objectives.
The case study's findings showcase that training and development are essential components that ensure employees get the right skills and knowledge to perform their roles and responsibilities. They ensure that those employees perform their tasks within the stipulated time more effectively. Brookfield (2016) states that managers in an organisation are responsible for enhancing employees' skills and talents and developing them to their fullest potential with improved technical competency and productivity. The employees in the organisation have the right potential; therefore, organisations have the duty of ensuring they are utilised most effectively (Anderson and Kasi, 2012). Despite training being imperative in expanding the employee's knowledge base, most employers find it a significant investment.
The second objective on the different training and development techniques of employees at Barclays PLC were also analysed. According to Table 10, the respondents require both off-the-job and on-the-job training methods. Every organisation is focused on ensuring that the employees work with complete efficiency. It is due to the rapid changes in the business environment that make it challenging for the employees to work with the same knowledge and skills. It improves the skills and expertise of employees, thus leading to training and development. There are various techniques of training and development for employees that define efficiency and effectiveness. Different types of training can be given to the employees, such as induction, refresher, on-the-job, vestibule and training for promotions. Employee training and development is regarded as the organisation's top differentiator. According to Rae (2017), Most present performers have inspiration beyond their current roles and responsibilities; therefore, if they are not allowed to learn and advance, they are guaranteed to look for them elsewhere. The training programs have to be set following the needs of employees to prepare them to acquire the necessary skills and knowledge to perform their daily tasks (Leech, 2019). Furthermore, the programs have to be designed more often to provide the employees with broad knowledge in their respective fields to become more experienced and comfortable while undertaking their tasks.
The third objective was analysed to determine the relationship between training and development and organisational performance at Barclays PLC. According to Table 6, training is necessary to enhance the organisation's productivity and performance. Laird(2012) supports that organisations aspire to be successful through differentiated programs, services, capabilities, and products. However, the diverse rudiments have to be envisioned, developed, and implemented by well-trained personnel. Organisations are investing approximately 126 billion pounds in the training and development of employees despite being a challenging task. Organisations can benefit from training and development opportunities because well-trained employees increase productivity and profits (Nadler, 2012). Investment in employee training assists in enhancing the rates of retention, customer satisfaction and innovativeness in new product ideas. 
Most respondents agreed that training and development can assist the organisation in attaining financial and non-financial benefits. Training ensures that an organisation builds a more skilled workforce since they are equipped with the desired skills and knowledge (Baird, ScheinerS and Laird, 2013). Productivity levels are fostered when employees are equipped with the right information and training. Moreover, it increases employee engagement, boosting employer brand and employee retention. Regular development initiatives are crucial in assisting the employees to be motivated, while regular training programs establish the desired reassessment of employees, skills and processes. According to Booth-Ledoux and LeDoux (2019), 87% of millennials agree that workplace learning and development are essential. At the same time, 59% of millennials concur that professional opportunities are critical when considering whether to apply for employment. A robust training program increases awareness of policies and objectives that steer organisational success.
The fourth objective on the challenges of training and development in attaining organisational goals at Barclays PLC was also discussed based on the findings. Table 13 shows training and development challenges for the employees at Barclays PLC. Despite training and development defining the organisation's success, it faces many challenges. Aslanian and Brickell (2010) postulate that as digitalisation continues to occur at a rapid pace, the evolution of the workplace and the expectations of the employees keep on changing from time to time. However, it requires more attention from the learning and development team to concentrate on the right plan of up-skilling the employees for a digital age. According to Friedman and Yarbrough(2015), As remote work becomes the norm and organisations go through digital transformation, there is a need for the reskilling and up-skilling of the employees to attain the desired competitive edge as well as achieve the desired job requirements in a digital set up. Working through the turmoil of lockdowns, employers now value soft skills more than ever. Working from home during lockdown tested courage and resilience in managing unfamiliar technology and communicating in diverse ways. Therefore, up-skilling in technical and soft skills provides the right prospects for the progression of the employees and the development of new skills to benefit the organisation.
[bookmark: _Toc151149816]5.3 Conclusion
In conclusion, training and development are regarded as those sections of human resources that complement each other. Two elements can be offered to the employees simultaneously to increase products. An organisation tries to offer the required support to the employee's abilities to hit the target. At the same time, the development of the employees ensures they get more responsibilities and plans for which they are employed. The researcher's first research question showcased a strong relationship between training and development and employee performance. Training and development defines the high performance of employees in terms of increasing their motivation, confidence levels, workplace engagement, workplace relationships and better output. In the second research question, the researcher outlined the different training and development techniques, such as off-the-job and on-the-job training. The third research question powerfully depicts a relationship between training and development and organisational performance. Training and development define the success of an organisation in terms of effectiveness and efficiency. In the fourth research question, the researcher showcases organisations' challenges while ensuring that the employees are trained and developed. The researcher concludes that training and development and employee performance are highly correlated. Without suitable training opportunities, employees cannot perform effectively.
[bookmark: _Toc151149817]5.4  Recommendation 
To keep up with the corporate training and development techniques, the company must consider the present trends. Corporations majorly stress providing their employees with the right training and development opportunities, thus leading to higher levels of retention. It is an aspect that ensures the employees deliver a better return on investment for the organisation rather than recruiting new employees.
The company has to consider better training techniques by incorporating technology to reinforce the training initiatives amalgamated with personalised digital training, making it easier for employees to be more effective. It is believed that millennials are more comfortable and flexible with e-learning training.
Barclays PLC has to focus on the use of intrinsic and extrinsic incentives. Hence, the utilisation of psychology and proper comprehension of motivation challenges corporate training to be more scientific in implementing training programs. However, it had to be designed based on the employees' personal goals and the entire organisation's objectives to foster improved communication of the training goals.
[bookmark: _Toc151149818]5.5. Areas of further study 
Further studies should be considered in areas such as employee development, considering other variables such as employee empowerment.
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Appendices
[bookmark: _Toc151149820]Research Questionnaire
	
SECTION A: GENERAL INFORMATION
Kindly select the appropriate response by checking (tick   √  ) where applicable.
1. What is your gender? 
Male        (     )
Female    (     )
2. What is your age bracket?
18-30    (    )
31-40    (    ) 
41-50    (     ) 
50 years and above
3. How long have you been working at Barclays PLC
1-4 years        (    )
5-10 years       (    )
10-15 years     (    )
Over 15 years  (    )
4. What is your education level?
Diploma     (     )
Degree        (     )
Masters       (     )




5. Training is a must for enhancing productivity and performance in the organisation
Strongly Agree  (     )
Agree                 (      )
Neutral                  (      )
Strongly Disagree (      )
6. Training programs are assisted in the formation of a productive workforce at Barclays PLC
Strongly Agree      (     )
Agree                    (      )
Neutral                  (      )
Strongly Disagree (      )

7. Does training assist the employees to be accountable and authoritative in making decision? 
Strongly Agree     (      )
Agree                    (      )
Neutral                  (      )
Strongly Disagree (      )



8. How often are training programs conducted in your department?  
Monthly        (    )
Quarte           (    )
Yearly           (    )
9. What training methods do you prefer? 
Off the job  (      )
On the job (     )


10. Does your organisation consider training as part of the organisational strategy?
Strongly Agree (     )
Agree                 (      )
Neutral                (      )
Strongly Disagree (    )

11. What are the benefits of training and development to the employees at Barclays PLC?
------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------
12. What are the challenges of training and development for the employees at Barclays PLC?
____________________________________________________________________________________________________________________________________________________________
13. Do you training in the organisation give you the necessary skills to work on tasks from the start to the end? 
Strongly Agree (     )
Agree                 (      )
Neutral                (      )
Strongly Disagree (    )

14. Do you complete your tasks within time after being trained on performance enhancement? 
Strongly Agree (     )
Agree                 (      )
Neutral                (      )
Strongly Disagree (    )
15. Does the organisation hold conferences more often to achieve organisational objectives and improve employee performance?
Strongly Agree    (     )
Agree                   (      )
Neutral                  (      )
Strongly Disagree (    )

16. Do employees who are actively engaged in their jobs through training programs work with passion and feel a profound connection with the company
Strongly Agree     (     )
Agree                    (      )
Neutral                  (      )
Strongly Disagree (     )
17. Through training programs, employees can pave the way for the organisations to achieve their financial and non-financial objectives 
Strongly Agree    (     )
Agree                   (      )
Neutral                 (      )
Strongly Disagree (     )



Gender 	Male 	Female	60	40	Age	18-30	31-40	41-50	51 and above	26.67	40	20	13.33	Series 2	18-30	31-40	41-50	51 and above	Series 3	18-30	31-40	41-50	51 and above	Response 	1-4 years	5-10 years	11-15 years	Over 15 years	20	30	26.67	23.33	Response	Diploma	Degree	Masters	43.33	33.33	23.33	Series 2	Diploma	Degree	Masters	Series 3	Diploma	Degree	Masters	Response	S.Agree	Agree	Neutral	S.Disagree	Disagree	56.67	6.67	0	20	16.670000000000002	Series 2	S.Agree	Agree	Neutral	S.Disagree	Disagree	Series 3	S.Agree	Agree	Neutral	S.Disagree	Disagree	Response	S.Agree	Agree	Neutral 	S.Disagree	Disagree	63.33	10	3.33	13.33	10	Series 2	S.Agree	Agree	Neutral 	S.Disagree	Disagree	Series 3	S.Agree	Agree	Neutral 	S.Disagree	Disagree	Response	S.Agree	Agree	Neutral	S.Disagree	Disagree	43.33	16.670000000000002	3.33	23.33	13.33	Series 2	S.Agree	Agree	Neutral	S.Disagree	Disagree	Series 3	S.Agree	Agree	Neutral	S.Disagree	Disagree	Response	every month 	Evey Quarter 	Half yearly 	Once in a year	46.67	23.33	20	10	Series 2	every month 	Evey Quarter 	Half yearly 	Once in a year	Series 3	every month 	Evey Quarter 	Half yearly 	Once in a year	Response	off the job	on the job	66.67	33.33	Response	S.Agree	Agree	neutral 	s.Disagree	Disagree	73.33	13.33	0	10	3.33	Response 	Increased output	Increased motivation 	Worklife balance 	Boosts workplace engagement 	Builds workplace relationship	Retention of employee	73.33	80	70	83.33	63.33	66.67	Series 2	Increased output	Increased motivation 	Worklife balance 	Boosts workplace engagement 	Builds workplace relationship	Retention of employee	Series 3	Increased output	Increased motivation 	Worklife balance 	Boosts workplace engagement 	Builds workplace relationship	Retention of employee	Response 	reskilling and upskilling of digital workplace	Ineffective and outdated training methods	Lack of employee feedback on training 	Adapting to remote learning 	76.67	83.33	70	56.67	Series 2	reskilling and upskilling of digital workplace	Ineffective and outdated training methods	Lack of employee feedback on training 	Adapting to remote learning 	Series 3	reskilling and upskilling of digital workplace	Ineffective and outdated training methods	Lack of employee feedback on training 	Adapting to remote learning 	Response 	S.Agree	Agree	Neutral	S.Disagree	Disagree	80	6.67	0	3.33	10	Series 2	S.Agree	Agree	Neutral	S.Disagree	Disagree	Series 3	S.Agree	Agree	Neutral	S.Disagree	Disagree	Response	S.Agree	Agree	Neutral	S.Disagree	Disagree	66.67	10	6.67	3.33	13.33	Response 	S.Agree	Agree	Neutral	S.Disagree	Disagree	76.67	13.33	10	0	0	
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APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted

ethically. A researcher may not be covered by the University’s insurance if ethical approval has
not been obtained prior to commencement.

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

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

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

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

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

SECTION A: About You (Principal Researcher)

l1 lFullName: NIKOLL’] /\/IKOLO(/
’ 2 Tick all boxes that apply: Member of staff: l gﬁgw’_aw IESeareh zd
Taught Postgraduate Postgraduate
Undergraduate St“de”tf f Student l Research Student
I'lnstitute/Academic i
Discipline/Centre:

| e loWTSB 20N DON Cameus

5 }E-mail address: 014060 @ STUol . UWTSY, aC. Ul
Contact Telephone Number: O?g 6 51 3 S O L/

] For students:

7 Student Number: 2 O _fL L{ O G O

8 | Programme of Study: 83 oC h ¢ /{ 0L O—IC A Q.TS/ &USM@&S MW&W
9 I Director of Studies/Supervisor: | () / NS O;t A XN ]/Z QQ@
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SECTION B: Approval for Research Activity

PG2/E1 FORM

1

Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate
approval process for different levels of research by different

categories of individual)

YES

Date

If Yes, please indicate source of
approval (and date where known):

Approval in principle must be
obtained from the relevant source
prior to seeking ethical approval

Research Degrees Committee

Institute Research Committee

Other (write in)

SECTION C: Internal and External Ethical Guidance Materials

Please list the core ethical guidance documents that have been referred to during the completion of
this form (including any discipline-specific codes of research ethics, location-specific codes of
research ethics, and also any specific ethical guidance relating to the proposed methodology).

Please tick to confirm that your research pro

add rows to this table if needed.

posal adheres to these codes and guidelines. You may

1 | UWTSD Research Ethics & Integrity Code of Practice af
2 UWTSD Research Data Management Policy Pa
3 [List any other relevant documents here]

SECTION D: External Collaborative Research Activity

If there are external collaborators then you should gain consent from the contact persons to share their

personal data with the university. If there are no external collaborators then leave this section blank and
continue to section E.

1 Institution
2 Contact person name
3 Contact person e-mail address
4 Is your research externally funded? YES NO A
5 Are you in receipt of a KESS scholarship? YES NO
6 Are you specifically employed to Voluntary YES il NO
7 undertake this research in either a Empl g
paid or voluntary capacity? Hpoye YES NO a
8 Is the research being undertaken If YES then the
within an existing UWTSD Athrofa permission question YES NO &
Professional Learning Partnership below does not need
(APLP)? to be answered.
9 Has permission to undertake the (If YES attach copy)
research has been provided by the If NO the application YES O NO
| partner organisation? cannot continue

Where research activity is carried out in collaboration with an external organisation

July 2021

PG2 Ethical Approval Form
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10

Does this organisation have its own ethics approval system? YES NO

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

SECTION E: Details of Research Activity

Indicative title:

1.

2 Proposed start date: 30/05 / 2070 K Proposed end date: 02/ of / 202 Y

Introduction to the Research (maximum 300 words per section)

Ensure that you write for a Non-Specialist Audience when outlining your response to the

points below:

Purpose of Research Activity

Proposed Research Question

Aims of Research Activity

Objectives of Research Activity

Demonstrate, briefly, how Existing Research has informed the proposed activity and explain

What the research activity will add to the body of knowledge

How it addresses an area of importance.

:uf:p?se,c’f Researz' A:&"'ty To dp il Lhe ohollon L of

Q95> Tt Rouclend P/
(this box should expand as you type)
Research Question " ko w does +e2inmime omd Lvelop memt on hence
P?/fﬂzszflwe,ozr am:(fo{ Mff om fozéo( a;(i )%m ﬂ{ PLe t e

4 ¥ Whae L - &M % Qu wWloprea 1 2

(.’gb MV\O%> &, {sm% ®LC. thm et

(this box should expand as you type)

" A=
Aims of Research Activity " T2, ole o101 700 ¢ dhe 1 it of
gc‘g h%
a

{this box should expand as you type) &&D’ c z ' :&_& OD[’ C

Objectives of Research Activity o o(,d;vm IMMZQ, e ;amm dg;\, { 0‘{ 0 M "rhg
s [£ T ddonmnimade die ds ff0remd Jag o s oud cf& dvpam/m‘

V.
Jechmi yMS, # gda&&x@jr&l’w nefadiomship ed weun b 1m0

{this DOX should expand as you type; § f

J M)

Proposed methods (maximum 600 words)

Provide a brief summary of all the methods that may be used in the research activity, making it
clear what specific techniques may be used. If methods other than those listed in this section
are deemed appropriate later, additional ethical approval for those methods will be needed.

You do not need to justify the methods here, but should instead describe how you intend to
collect the data necessary for you to complete your project.
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B ST oman en' L
0 bsryad o

{this box should expand as you type)

[k copaes/ amd. vie

Location of research activity .

Identify all locations where research activity will take plaée. Plove  call s
Boncl ane gume Lg:ihton prnd Vi L
plord™ 3o &UV%\(&;_\% LC (&P el C'S/P/) AN AN

thio | shaiiln avmmnd oo timis &g
{this box should expand as you type)

Research activity outside of the UK

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

{this box shouid expand as you type)

Use of documentation not in the public domain: Are any documents NOT NO e
10 | publicly available? -

YES Y1

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

country in question and that of England and Wales.
11

(this box should expand as you type)

Does your research relate to one or more of the seven aims of the Well-being

of Future Generations (Wales) Act 20152 YES NO
12 | A prosperous Wales :

13 | A resilient Wales

14 | A healthier Wales

15 | A more equal Wales

16 | A Wales of cohesive communities

17 | A Wales of vibrant culture and thriving Welsh language

18 | A globally responsible Wales

19 | If YES to any of the above, please give details:
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(this box should expand as you type)

2 £

SECTION F: Scope of Research Activity

Will the research activity include: YES NO
1 Use of a questionnaire or similar research instrument? vifl
2 | Use of interviews? 4l 1
3 Use of focus groups? v
4 | Use of participant diaries? v:d
& Use of video or audio recording? E/
6 Use of computer-generated log files? z
7 Participant observation with their knowledge? A
8 Participant observation without their knowledge? H
9 Access to personal or confidential information without the participants’ specific o
consent?
10 Administration of any questions, test stimuli, presentation that may be 22,.
experienced as physically, mentally or emotionally harmful / offensive?
11 | Performance of any acts which may cause embarrassment or affect self-esteem? 24
12 | Investigation of participants involved in illegal activities? o
13 | Use of procedures that involve deception? 7/
14 | Administration of any substance, agent or placebo? 47(
15 | Working with live vertebrate animals? ol
16 | Procedures that may have a negative impact on the environment? L] AZ
17 Other primary data collection methods. Please indicate the type of data collection
method(s) below.
Details of any other primary data collection method: M
(this box should expand as you type)

If NO to every question, then the research activit

of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activit
been obtained.

SECTION G: Intended Participants

y should be undertaken until full ethical approval has

I there are no participants then do not complete this section, but go directly to section H.

y is (ethically) low risk and may be exempt from some

Who are the intended participants:

YES

NO

July 2021 5
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1 | Students or staff at the University? o |
2 | Adults (over the age of 18 and competent to give consent)? Z
3 | Vulnerable adults? &’
4 Children and Young People under the age of 18? (Consent from Parent, Carer or (
Guardian will be required)
S | Prisoners? B
6 | Young offenders? gz*‘
7 Those who could be considered to have a particularly dependent relationship with E‘Z
the investigator or a gatekeeper?
8 | People engaged in illegal activities? lZZT/
Others. Please indicate the participants below, and specifically any group who
9 | may be unable to give consent.
Details of any other participant groups: @’
(this box should expand as you type
Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and
how will they be recruited?
How many participants are
10 | expected? )’7 7 - &5
(this box should expand as vou tvpe)
. - »
11 | Who will the participants be? lm {,,50 2
(this box should expand as you fvpe)
12 Hovx_l \{Vlll you identify the MO
participants?
(this box should expand as vou type)
Information for participants:
YES NO N/A
13 Will you describe the main research procedures to participants in E/ "
advance, so that they are informed about what to expect?
14 | Will you tell participants that their participation is voluntary? IZIA Ll
15 | Will you obtain written consent for participation? af
16 Will you explain to participants that refusal to participate in the 2/
research will not affect their treatment or education (if relevant)? :
17 If the research is observational, will you ask participants for their [Z/
consent to being observed?
18 Will you tell participants that they may withdraw from the research at 47_/
any time and for any reason?
19 With questionnaires, will you give participants the option of omitting é/
questions they do not want to answer?
July 2021 6
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20 Will you tell participants that their data will be treated with full
confidentiality and that, if published, it will not be identifiable as theirs?

7
21 Will you debrief participants at the end of their participation, in a way M
appropriate to the type of research undertaken?

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

{this box should expand as you type)

Information for participants:

YES N/A

24 | Will participants be paid?

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

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

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

28 | If YES to any question, please provide full details

x| %|o|xj3

(this box should expand as you type)

SECTION H: Anticipated Risks

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

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

Yes Cd
1 | Full risk assessment completed and appended? No .

Risks to participants

2 | For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm,
transfer of personal data, sensitive organisational information
Risk to participants: How you will mitigate the risk to participants:

0

{this box should expand as you type}

this box should expand as you type)

If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity,

drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give

3 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

1/ O |

this box should expand as vou fype)
4 | Risks to the investigator

July 2021 7 PG2 Ethical Approval Form






image107.png

Prifysgol Cymru

Y Drindod Dewi Sant

University of Wales PG2/E1 FORM

Trinity Saint David

For example: personal health & safety, physical harm, emotional distress, risk of accusation of
harm/impropriety, conflict of interest

Risk to the investigator: How you will mitigate the risk to the investigator:

vy

T b . srrsis Fari ‘this box shouid exnand as vor
(this box should expand as you type) (this box should expand as YOl

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

Risk to the University: W / q How you will mitigate the risk to the University:

this box should expand as you type) (this box should expand as you type}

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

Risk to the environment: How you will mitigate the risk to environment-

/o

(this box should expand as you type) (this box should expand as you type}

Disclosure and Barring Service

If the research activity involves children or vulnerable adults, a Disclosure

and Barring Service (DBS) certificate must be obtained before any YES NO N/A
contact with such participants.

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

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

SECTION I: Feedback, Consent and Confidentiality

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

3} AR im (E(W&TIWMMM«'C boes o fncln ML
IOV on YT I O

(this box should expand as you Type)
b /

2 Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is
involved in participating. Describe the arrangements for participants to provide full consent before

data collection begins. If gaining consent in this way is inappropriate, explain how consent will be
obtained and recorded in accordance with prevailing data protection legislation.

dhwds L VA AMpo e UL £ 2RSS N Vol

(this box should expand as you type)

T dsd oot sl ther full megeue 44 onold) Lo &{%g

3 Confidentiality / Anonymity

anonymity is not being offered, explain why this is the case.

Set out how anonymity of participants and confidentiality will be ensured in any o% If
/

July 2021 8 PG2 Ethical Approval Form
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me:

(this box should expand as vou type

SECTION J: Data Protection and Storage

Does the research activity involve personal data (as defined by the General

Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018
‘DPA)?

YES

NO

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

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

collected:

this box should expand as vou typ

Does it involve special category data (as defined by the GDPR)?

YES

NO

“Special category data” means sensitive personal data consisting of information as
to the data subjects’ —

(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,

(d) membership of a trade union (within the meaning of the Trade Union and Labour
Relations (Consolidation) Act 1992),

(e) physical or mental health or condition,
(f) sexual life,

(9) genetics,
(h) biometric data (as used for ID purposes),

t

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

collected:

this box shouid expand as you type

Will data from the research activity (collected data, drafts of the thesis, or
materials for publication) be stored in any of the following ways?

YES

NO

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

University computers?

Private company computers?

Home or other personal computers?

Ol | N O] O,

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

10

“Cloud” storage or websites?

11

Other — specify:

&
g
)
s
72g
2d
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12

For all stored data, explain the measures in place to ensure the security of the data collected, data

confidentiality, including details of backup procedures, password protection, encryption,
anonymisation and pseudonymisation:

The Hatwn ¢ COW@?&W] Ho Tamolert 2ong FrLC

(this box should expand as you type) 6”'\()/@‘0 b8 r HemQ me l//f)/z; V“Q 0}_]: ZW

o9 STUN Ae &

Data Protection

Will the research activity involve any of the following activities: YES NO
13 | Electronic transfer of data in any form? ]

Sharing of data with others at the University outside of the immediate research A
14 team? M
15 | Sharing of data with other organisations? %
16 | Export of data outside the UK or importing of data from outside the UK? [] Y4
17 | Use of personal addresses, postcodes, faxes, emails or telephone numbers? M
18 | Publication of data that might allow identification of individuals? %
19 | Use of data management system? e
20 | Data archiving? D

21

If YES to any question, please provide full details, explaining how this will be conducted in

accordance with the GDPR and Data Protection Act (2018) (and any international equivalents,
where appropriate):

{this box should expand as you type)

22

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

Masehf omd W TCD

(this box should expand as vou tvpe

23

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

(this box should expand as you type

24

Give details of data storage érrangements, including security measures in place to protect the data,

where data will be stored, how long for, and in what form. Will data be archived — if so how and if
not why not.

THS  Mm fore Po

(this box shouid expand as you ty

25

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

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

Confirm that you have read the UWTSD guidance on data management (see V
26 httgs://www.uwtsd.ac.uk/librarylresearch-data—manﬂ;ement_/) YES g0

Confirm that you are aware that you need to keep all data until after your
27 | research has completed or the end of your funding YES
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SECTION K: Declaration

The information which | have provided is correct and complete to the best of my knowledge. | 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 | hereby confirm that | undertake to ensure that the above named

research activity will meet the University's Research Ethics and Integrity Code of Practice which is
published on the website: https.//www.uwtsd.ac.uk/research/research-ethics/

Date:
1 | Signature of applicant: W 18 / 12 / 20/_;

For STUDENT Submissions:

2 Director of Date:
Studies/Supervisor:
3 Signature:
For STAFF Submissions:
4 Academic Director/ Date:
Assistant Dean:
5 Signature:

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

gl/ I'have read the guidance notes supplied before completing the form.
p/\ I have completed ALL RELEVANT sections of the form in full.

@/ I confirm that the research activity has received approval in principle

_[j "I I have attached a copy of final/interim approval from external organisation (where appropriate)

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

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

I understand that before commencing data collection all documents aimed at respondents
é/ (including information sheets, consent forms, questionnaires, interview schedules etc.) must be

confirmed by the DoS/Supervisor, module tutor or Academic Director.

RESEARCH STUDENTS AND STAFF ONLY

All communications relating to this application during its processing must be in writing and emailed to
paresearch@uwisd.ac.uk , with the title ‘Ethical Approval’ followed by your name.

You will be informed of the outcome of your claim by email; therefore it is important that you check your
University and personal email accounts regularly.
STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form

(and receive the outcome) via systems explained to you by the supervisor/module leader.

“‘\4
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