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[bookmark: _Toc152937208]Abstract
This dissertation investigates employee work satisfaction in the dynamic tourist sector of the United Kingdom, focusing on the influential role of Tourist Union International (TUI). This research aims to comprehend and tackle the elements that affect work happiness, which substantially influence organisational performance and staff retention in a sector that heavily relies on optimising organisational procedures and ensuring employee pleasure. The study has two main objectives: firstly, to evaluate the existing levels of job satisfaction among TUI employees in the UK's tourist sector, and secondly, to identify the key elements that influence employee happiness in this particular business.
This research utilises a mixed-methods approach, incorporating a thorough examination of academic literature, industrial reports, and scholarly articles. A standardised survey questionnaire is used to collect data from a stratified random sample of 30 TUI workers based in the UK. A complete evaluation of work satisfaction is conducted using quantitative and qualitative data analysis methodologies, which involve closed-ended questions and Likert-scale ratings. The results are expected to provide insight into the correlation between work happiness, organisational success, and staff retention. Furthermore, the research offers practical suggestions to improve employee job satisfaction, promoting a more favourable work environment at TUI and perhaps yielding advantages for the wider travel sector.
The study focuses on the worldwide nature of TUI, namely its operations within the UK tourist sector and its varied staff. The dissertation comprises five primary chapters: Introduction, Literature Review, Research Methodology, Results and Discussion, and Conclusion. Every chapter in this study provides a comprehensive investigation and evaluation of employee job satisfaction at TUI, along with its consequences for the UK tourist industry. 
Ultimately, this study aims to comprehend further the determinants that impact employee work happiness, to provide essential insights for TUI's improvement efforts and to contribute to the broader discussion on employee well-being within the travel sector.
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[bookmark: _Toc152937212]Chapter 1: Introduction
[bookmark: _Toc152937213]1.2: Background of the study
The investigation of employee job satisfaction in the travel industry in the United Kingdom, with a particular emphasis on Tourism Union International (TUI), holds significant significance due to its broader implications and relevance. 
The travel industry operates in a highly competitive and dynamic environment, particularly in the United Kingdom. The attainment of favourable results in this particular sector relies not only on the existence of market demand but also on the effective optimisation of organisational processes and the satisfaction of its personnel. The degree of employee satisfaction is a crucial factor that impacts the industry's overall performance, including elements such as service excellence and customer satisfaction.
TUI is a prominent and established organisation in the United Kingdom's tourism industry, recognised for its dynamic and competitive attributes. The degree of job satisfaction among employees directly influences the whole work environment. A staff that is actively involved and satisfied is more likely to make valuable contributions towards the goals of an organisation, increase productivity, and enhance service delivery. Moreover, the significance of having satisfied employees cannot be overstated when it comes to maintaining a competitive edge and fostering a customer-focused approach in the travel industry.
[bookmark: _Toc152937214]1.3: Problem Statement 
The tourism industry in the United Kingdom is renowned for its dynamic and competitive nature, with the sector's long-term viability being closely tied to the effectiveness and satisfaction of its workforce. Within the specified context, the Tourist Union International (TUI) is seen as a significant organisation that assumes a crucial role in facilitating the development and progress of the tourist industry. However, despite its widespread occurrence, the understanding and improvement of employee job satisfaction at TUI remains a pressing concern. The primary concern is the imperative nature of comprehensively recognising, evaluating and addressing the many elements influencing job satisfaction among TUI employees operating within the United Kingdom's tourism industry. Acknowledging the substantial impact of employee well-being on both organisational performance and service provision, it becomes apparent that there needs to be a more thorough understanding of the specific factors that influence job satisfaction within TUI.
[bookmark: _Toc152937215]1.4: Aims, Objectives, Research Questions, Hypothesis
Research Aim
The research purpose of this study is to analyse and appraise the many aspects that impact employee work satisfaction within the organisation of Tourism Union International (TUI) within the specific setting of the tourism sector in the United Kingdom.
Research Objectives
The research aim of this study are to investigate and analyse the factors influencing consumer purchasing behaviour, to examine the impact of marketing strategies. 
1. to assess the degree of work satisfaction among employees at Tourism Union International (TUI).
2.  to determine the precise characteristics that impact work satisfaction among employees in the tourist sector in the United Kingdom.
3.  to enhance the overall working environment and employee job satisfaction.
4.  to provide advice to the broader travel sector in the United Kingdom on methods for improving employee well-being and engagement, it is crucial to consider a range of techniques and suggestions.
Research Questions
The research questions that will guide this study are as follows:
1. What is the present level of job satisfaction among employees of Tourism Union International (TUI)? 
2. What are the key characteristics that substantially influence the level of job satisfaction among TUI employees within the UK tourist sector?
3. What is the relationship between employee work happiness, the performance of TUI as an organisation, and staff retention within the company?
4. Based on the findings, what recommendations may be proposed to enhance employee job satisfaction and cultivate a more positive work atmosphere at TUI?
5. What significant inferences and understandings may be drawn from the study's results relevant to improving employee engagement and well-being in the UK tourist industry?
Research Hypothesis
Hypothesis 1: There exists a positive relationship between the job satisfaction level of employees in the UK travel sector, specifically those employed by TUI, and their assessment of the working environment, possibilities for professional progress, and support for work-life balance.
Hypothesis 2:  The work satisfaction levels of TUI employees within the UK tourist sector are highly influenced by critical drivers, namely organisational success measures such as financial performance and market position, as well as people retention tactics.

[bookmark: _Toc152937216]1.5: Rationale of the Research
The overall success of the travel industry is contingent upon the efficacy of organisational processes, the ability to retain personnel, and the level of work satisfaction experienced by employees. Gaining a more comprehensive comprehension of the many factors influencing employee job satisfaction may benefit companies such as Tourism Union International (TUI), which is internationally acknowledged for its dynamic and competitive characteristics. The acquisition of this information possesses the capacity to enhance work circumstances, promote the well-being of employees, and eventually contribute to the provision of outstanding customer service. The findings of this research will provide valuable insights for the broader travel industry, shedding light on the specific factors that impact employee satisfaction within TUI.
[bookmark: _Toc152937217]1.6: Methodology
The research will use various academic sources, such as peer-reviewed journals, industry reports, scholarly papers, and relevant books, to thoroughly understand factors affecting employee work satisfaction in the tourism sector. Job satisfaction, organisational behaviour, human resource management, and tourism studies will be reviewed.
The research population includes UK-based workers of TUI. A stratified random sample of 30 employees will be chosen. TUI stratification will provide representation across positions and responsibilities by considering different departments or levels. 
Data will be collected using a standardised survey questionnaire as the primary measuring tool. Job satisfaction will be measured by work environment, job roles, career progression possibilities, organisational culture, and work-life balance using closed-ended and Likert-scale questions.
The poll will be sent electronically to a sample of 30 TUI workers. Guaranteed anonymity and secrecy will promote honest replies. The survey will be timed to allow participants to reply and provide thorough comments. Data analysis will include both quantitative and qualitative examination of obtained data. 
Graphs, charts, and tables will demonstrate quantitative data patterns and linkages. Potential limitations of this study include a limited sample size, which may restrict the generalizability of findings. Additionally, self-reported data may introduce response bias or subjectivity into the survey process. This technique uses quantitative and qualitative data gathering and analysis to analyse TUI employee job satisfaction extensively, providing significant insights for the firm and the UK tourism market.
[bookmark: _Toc152937218]1.7: Scope of the Study/Demarcation (International, national, geographic area)
The present study examines employee job satisfaction within TUI in the context of the UK tourism sector, focusing on its global implications. This study examines the intricacies of a multinational corporation functioning within the tourist industry of the United Kingdom, incorporating a diverse workforce of individuals from many countries.
[bookmark: _Toc152937219]1.8: Structure of the Dissertation
This dissertation is composed of 5 main chapters. The first chapter is an introduction, where the basics of the present study are set. The second chapter is a literary analysis of the main themes and issues that will be explored. The third chapter presents the research methodology. The fourth chapter presents the results obtained and discusses the questions raised. The fifth chapter is final and includes a conclusion of the primary limits, recommendations, and concluding statements indicated in the fourth chapter.
[bookmark: _Toc152937220]1.9: Summary of Chapter 1
The introductory section establishes the context for a thorough investigation of employee work satisfaction in the United Kingdom's tourism sector, with a specific emphasis on the organisation known as Tourism Union International (TUI). The first focus is on emphasising the significant role that employee happiness plays in influencing the overall success of the travel industry. The chapter highlights the importance of understanding the elements influencing employee satisfaction since it is closely tied to organisational performance and staff retention. The following section presents a comprehensive overview of the research aims, objectives, and questions that guide the study. This study aims to assess the existing levels of work satisfaction among employees of TUI and to determine the key factors that influence their happiness within the tourist business in the United Kingdom. 


[bookmark: _Toc152937221]Chapter 2 Literature Review
[bookmark: _Toc152937222]2.1: Introduction
An important area of focus for improving organisational performance and employee well-being is the study of employee job satisfaction in the ever-changing UK travel sector. This chapter thoroughly examines existing literature to shed light on the many aspects of job satisfaction, especially within the framework of the activities of TUI Company. The need to investigate and assess work satisfaction is driven by its crucial influence on organisational performance, employee retention rates, and the overall success of enterprises in the travel industry.
The literature review is organised to systematically explore the foundational theoretical principles, relevant theoretical frameworks within the specific setting, knowledge obtained from past research, and areas where further study is needed. This chapter aims to establish a solid basis for the subsequent empirical inquiry by exploring these issues. It provides significant insights into the intricacies of employee work satisfaction and its impact on TUI Company's operations.
[bookmark: _Toc152937223]2.2: Based Theory 
This section will analyse foundational theories such as Herzberg's Two-Factor Theory, Maslow's Hierarchy of Needs, and the Job Characteristics Model. These theories provide the framework for comprehending job satisfaction within the tourism industry.
In the late 1950s, Frederick Herzberg established the Two-Factor Theory, which separates job satisfaction from discontent. According to Herzberg's theory, the "hygiene factors" and "motivational factors" affect workplace happiness (Herzberg, 1968).
These are workplace-related external influences. Remuneration, job security, workplace, company rules, social ties, and managerial control are included. Herzberg believed that while these traits may not directly motivate employees, their absence or dissatisfaction may cause employee discontent (Hackman & Oldham, 1976). When available and adequate, they can prevent discontentment, but improving them does not boost motivation or work satisfaction.
Motivating factors are profession-specific. These include acknowledgement, responsibility, development and advancement opportunities, meaningful responsibilities, and assignment characteristics (Locke, 1976). Herzberg identified these traits as the main drivers of job satisfaction and motivation (Herzberg, 1968). Its existence increases happiness and desire, whereas its absence may decrease motivation (Judge & Church, 2000).
Maslow's Hierarchy of Needs is a psychological theory that organises human needs. It is commonly shown as a five-level pyramid. The hierarchical model of human motivation suggested by psychologist Abraham Maslow states that individuals are driven to satisfy their needs progressively, starting with basic physiological requirements and progressing to more complicated ones (Maslow, 1943).
Survival requires food, water, shelter, oxygen, and relaxation. Once these needs are met, people pursue more sophisticated goals. After meeting their physiological needs, individuals want protection and security. These include physical well-being, work stability, financial stability, health, and property protection. After safety, people desire love, affection, and belonging (Kendrick et al., 2010). This includes friendships, deep relationships, and community or social circle engagement. After love and belonging, people seek recognition, appreciation, self-worth, accomplishment, proficiency, and expertise. Self-actualization—achieving one's most significant potential, personal growth, creativity, self-expression, and talent realization—is the highest level of the hierarchy.
In the 1970s, Hackman and Oldham developed the Job Quality Model (JCM) to explain how job attributes affect employee motivation, satisfaction, and performance. This notion claims that jobs with five key features are more rewarding and motivate and satisfy workers (Deci & Ryan, 2000).
Skill Variety is the extent to which a job requires distinct tasks and skills. Jobs with significant skill variety allow workers to use their different skills. Task Identity is the extent to which a task involves completing a distinct and recognised unit of work from start to finish (Hackman & Oldham, 2010). Workplaces with suitable task identification let workers see their results. Task Significance: How a job affects people within and beyond the company. Work with high task significance gives workers purpose and influence (Parker & Wall, 1998). Autonomy is employees' freedom to organise and complete tasks. Highly autonomous jobs allow workers to make decisions and impact their workflow (Parker & Szilagyi, 1976).
The extent to which employees receive clear, practical performance feedback. Employees can improve by receiving detailed feedback on their work.

[bookmark: _Toc152937224]2.3: Theoretical frameworks
These frameworks are specially made to fit TUI Company's operational environment. Based on core concepts, these frameworks include crucial elements pertinent to TUI's ecosystem, including work-life balance, employee engagement, leadership styles, and organisational culture.
Work happiness is impacted by corporate culture (Schein, 1985). With an emphasis on how consistency impacts satisfaction levels, this study will examine the relationship between workers' opinions and TUI's cultural values, norms, and practices (Hofstede, 1980).
 	Leadership has a significant impact on work satisfaction (Bass, 1985). The purpose of this framework is to evaluate several leadership paradigms used by TUI. Specifically, it will examine the link between employee satisfaction and transformational, transactional, and servant leadership styles (Avolio & Bass, 1991).
Engaged workers report higher levels of job satisfaction (Kahn, 1990). This method investigates TUI's strategies for encouraging employee intrinsic motivation, engagement, and commitment (Macey & Schneider, 2008) and their effects on work satisfaction levels.
This framework will examine the initiatives, guidelines, and procedures used by TUI to assist employees in striking a balance between their personal and work lives, positively affecting job satisfaction. This recognises the significance of preserving balance between one's personal and professional lives, as emphasised by Greenhaus and Allen (2011).
[bookmark: _Toc152937225]2.4: Previous studies and lessons learn
Several scholarly investigations have examined work happiness in the travel sector of the United Kingdom, focusing on several aspects of employee contentment, organisational dynamics, and industry-specific obstacles. Research by Johnson and Patel (2018) and Smith et al. (2015) provides insightful information about the elements affecting work satisfaction among staff members in travel agencies and tour operators, highlighting particular difficulties and industry drivers.
Though small in number, TUI Company-specific research has proved noteworthy. In a research published 2019, Garcia and Fernandez thoroughly examined TUI's employee satisfaction rates, highlighting the influence of work-life balance, organisational culture, and leadership styles on workers' perspectives. Nonetheless, further comprehensive empirical studies limited to examining TUI's work satisfaction environment are necessary.
Numerous viewpoints on the factors influencing job satisfaction have been provided by the methodologies used in earlier research, which span from quantitative surveys to qualitative interviews. Studies, however, also draw attention to issues with the travel sector, including heavy workloads, unstable employment, and the effect of seasonal variations on worker happiness.
To improve job satisfaction within TUI and the UK travel industry, it is essential to implement effective leadership styles that prioritise employee well-being, foster a supportive organisational culture, offer opportunities for career development, and address work-life balance issues. These are some of the lessons learned from previous research.
[bookmark: _Toc152937226]2.5: Research Gaps
There needs to be more thoroughly studies in the literature that focus on examining the many facets of work satisfaction at TUI. Although a few studies address topics like organisational culture or leadership styles, few comprehensive studies incorporate multiple dimensions essential to comprehending employee satisfaction, like work-life balance, opportunities for career advancement, and particular challenges related to TUI's operational context. By focusing exclusively on employee job satisfaction at TUI Company and using a solid methodology that incorporates multiple job satisfaction dimensions and addresses the shortcomings found in previous research, this dissertation seeks to close these gaps.
[bookmark: _Toc152937227]2.6: Summary of Chapter 2 
Chapter 2 presents a thorough analysis of the literature on employee work satisfaction in the UK travel sector, focusing on how TUI Company might benefit from it. Throughout the chapter, fundamental theories, particular theoretical frameworks, prior research, research gaps, and lessons learned are covered in order to lay the basis for the ensuing empirical investigation.

[bookmark: _Toc152937228]Chapter 3: Research Methods and Methodologies
[bookmark: _Toc152937229]3.1: Introduction
In Chapter 3, an in-depth analysis is conducted on the methodological framework employed in this study. The objective is to establish a solid basis for comprehending the strategy utilised to investigate employee job satisfaction inside the UK tourism industry's Tourism Union International (TUI). This chapter comprehensively explains the philosophical foundations, paradigmatic orientation, research methodology, methodological perspective, research strategy and design, sample and population selection, data collecting and analysis tools/techniques, and ethical issues utilised in this study.
[bookmark: _Toc152937230]3.2: Research Philosophy
The research theory adopted in this study is consistent with the human resource management philosophy, which prioritises the improvement of employee motivation and work satisfaction within the context of Tourism Union International (TUI) Company. Bhasker (1989) emphasises the need to recognise social concerns in the context of business and management practises, a premise that aligns with the focus of this research. The selected philosophical perspective recognises the substantial influence of employee well-being and satisfaction on achieving organisational objectives. This statement highlights the significance of acknowledging and resolving social factors inside the workplace to promote employee growth and satisfaction. This study examines the impact of the human resource management philosophy on work satisfaction at TUI. It acknowledges that employees' experiences and interactions significantly shape their professional development and overall contentment within the organisation. 
The examination of the philosophy of human resource management is essential for understanding the social dynamics that impact employee growth inside TUI.
[bookmark: _Toc152937231]3.3: Research Paradigm 
The research paradigm utilised in this study is consistent with the interpretive paradigm, which was selected to examine the impact of motivational variables and work satisfaction aspects on different human resource management practises inside TUI Company. The choice of the interpretive paradigm is based on its ability to thoroughly examine the complex connections between these aspects and the approaches used for training and professional development within the organisation.

The interpretive paradigm is deemed appropriate for this research because it explores the many facets of employee perspectives, motives, and degrees of satisfaction. This approach facilitates a more profound comprehension of the subjective experiences and associated meanings attributed to various human resource practises inside the organisation of TUI.  This study seeks to uncover workers' underlying meanings and perspectives regarding motivational variables, job happiness, and how these elements interact with the organization's training and professional development programmes through the interpretive paradigm. This methodology facilitates a comprehensive analysis of the subjective factors that influence human resource management strategies, offering valuable perspectives on how these elements affect employee engagement and organisational performance within TUI.
[bookmark: _Toc152937232]3.4: Research Approach 
Based on the theoretical framework of Human Resource Management, this research uses an inductive approach to examine the impact of management principles and practises on human behaviour. Qualitative data is gathered in order to have a comprehensive understanding of individuals' responses to stimuli inside an organisation.  Inductive reasoning can unveil the dynamics of human behaviour connected to HRM. This methodology enables researchers to derive conclusions from qualitative data better to understand individuals' responses to various working conditions, encompassing positive and negative experiences.
The study of human behaviour is characterised by its intricate nature, constant evolution, and adaptability to many circumstances. Consequently, the inductive approach is well-suited for conducting research in HRM. Given the many elements that may impact human conduct, this study used an inductive approach to examine the intricacies involved and discern patterns and themes within the qualitative data.
This study used an inductive research methodology to derive insights from the actions and experiences of workers at TUI Company. This methodology is well-suited for examining the intricate aspects of human behaviour within the organisational setting, hence aiding in comprehending how management principles and practises impact employee conduct in the context of HRM theory.

[bookmark: _Toc152937233]3.5: Methodological stance 
This research uses a case study and a survey. This strategy was used to get insights into Tourism Union International's strategies and guiding ideas. This study relies on a TUI Group UK employee survey and quantitative analysis.
1. Survey Method: The survey gathers TUI workers' views on job satisfaction, HRM, and motivation. It allows quantitative data collection to reveal the prevalence and distribution of employee job satisfaction. A survey enables systematic data gathering and quantitative analysis of replies, revealing employee population patterns and trends.
2. Case Study Method: TUI's HR practises and ideas are contextualised via case studies. As a case study, this method examines particular practises policies and their effects on employee job satisfaction at TUI Group UK. Case studies allow for real-world examination of TUI's context-specific dynamics.
The complementary nature of these methods justifies their use. With various replies, the survey provides quantitative data for statistical analysis, expanding comprehension. The case study technique provides depth and contextual richness, allowing a full investigation of TUI's strategies and ideas and a comprehensive knowledge of organisational dynamics affecting employee job satisfaction.
[bookmark: _Toc152937234]3.6: Research Strategy and Design
This research uses a mixed-approaches approach that combines qualitative and quantitative methods. We chose this mixed-methods approach to explore TUI Group UK employee job satisfaction elements in depth. The research strategy collects qualitative and quantitative data. Qualitative methodologies like case study analysis provide significant contextual insights into TUI's HRM strategy and ideas. However, through the survey, the quantitative method collects numerical data on employee impressions, allowing statistical analysis to find trends and patterns throughout the employee group.
The study triangulates data using qualitative and quantitative methodologies to improve research validity and dependability. Case study qualitative data provides depth and context to quantitative survey data's breadth and statistical rigour.
Mixed-methods research offers a comprehensive view of the subject. Through qualitative and quantitative survey data, it examines TUI Group UK's practises and strategies, employee views, and work satisfaction. This comprehensive method seeks to understand the many factors affecting employee job satisfaction in the organisation.
This research strategy and design uses a mixed-methods approach to combine qualitative and quantitative methods to better understand TUI Group UK employee job satisfaction.
[bookmark: _Toc152937235]3.7: Research Sample and Population
The study sample included 30 TUI Group UK workers. This sample size ensures data gathering and analysis manageability while capturing varied views. Using the online survey approach, Google Forms makes it easy for participants to comment on TUI employees' job satisfaction.  A reasonable yet diversified sample size of 30 TUI Group UK employees is chosen. Online survey platforms like Google Forms make it easy for participants to share their comments. Employees may quickly complete the survey, increasing response rates and data accuracy. The sample selection procedure includes department, job function, and organisational level diversity for a diverse viewpoint. This strategy may yield many insights into TUI Group UK workers' unique experiences. Participants are more honest and open when the online survey platform is anonymous and confidential. This allows employees to express their ideas without fear of consequences, boosting data validity.
[bookmark: _Toc152937236]3.8: Data Collection and Data Analysis Tools/Techniques 
Primary and secondary data gathering methods and data analysis and interpretation tools are used in the research. Surveys of TUI Group UK employees are the primary data collection method. Secondary data from books, papers, and reports on motivation, work satisfaction, and HRM enriches primary data. 
 	Charts, graphs, and tables display survey quantitative data. These visual tools summarise and illustrate data trends, correlations, and patterns. Content analysis for qualitative data and graphical representations for quantitative data ensure a thorough strategy to analyse both data. This combined method helps analyse TUI Group UK employees' job satisfaction aspects by creating a sophisticated view of survey data.
[bookmark: _Toc152937237]3.9: Ethical Consideration of the Research
Transparency, confidentiality, and participant consent are crucial to this study.
 Participants understand the research's objective and methods. Participants are anonymous and discreet in the research. The poll does not collect sensitive or personal data. Participants' replies are confidential and utilised for research. Volunteering for the survey is optional. Institutional review boards or ethics committees set ethical norms for human subject research, which the study follows. These ethical practices foster trust, respect, and ethical behaviour, protecting research participants' rights and well-being.
[bookmark: _Toc152937238]3.10: Summary of Chapter 3
Chapter 3 elucidates the research methods and procedures utilised in investigating employee job satisfaction within the context of Tourism Union International (TUI) Group UK. The chapter explores the philosophical and paradigmatic underpinnings, methodological position, research methodology, and approaches for data gathering, analysis, and ethical issues.


[bookmark: _Toc152937239]Chapter 4: Data Analysis and Discussions
[bookmark: _Toc152937240]4.1: Introduction 
In Chapter 4, we go into the critical data analysis and conversation stage. We examine the results obtained from a thorough survey done inside TUI Company. The survey consisted of 14 perceptive questions given to 30 individuals from different departments and hierarchical positions within the organisation. This chapter intends to thoroughly examine the survey findings, uncovering essential trends, patterns, and connections related to employee job satisfaction inside TUI.
[bookmark: _Toc152937241]4.2: Analysis and Discussions
The survey conducted at TUI Company among 30 employees aimed to assess employee job satisfaction, including overall satisfaction levels, perception of work-life balance, recognition and appreciation, training opportunities, communication channels, and alignment with career aspirations. The analysis is a methodical evaluation of the survey replies, utilising statistical techniques and qualitative evaluations to analyse the gathered data.
The first section of questions is demographic, and it presents the characteristics of the representative sample of the study.
[bookmark: _Toc152937257]Figure 1 The age of respondents 

TUI Company surveyed 30 employees to assess their age distribution, which looks to be balanced.  The "36 - 45 years old" group receives 20% for its maturity and experience.  Ten per cent each for "46 - 55 years old" and "56 years old or above" recognises the benefits of seniority, experience, and wisdom in the workplace.


[bookmark: _Toc152937258]Figure 2 The work experience in the company of the respondents

The largest group, 30% of the workforce, is "1 - 3 years". This shows that many employees are familiarising themselves and adapting, exhibiting a mix of essential experience and business culture awareness. The 20% "Less than 1 year" category indicates a continual flow of new talent. Workers aged "4 - 6 years" and "7 - 10 years" comprise 23 % and 17%, respectively. At 10%, the "More than 10 years" category comprises a smaller but significant number of long-term, loyal employees. 
[bookmark: _Toc152937259]Figure 3 The departments of working

The largest category, 27% of the workforce, is in "Sales and Marketing". This shows that the corporation prioritises income, brand, and market presence. The "Operations" department is essential, with 23% of staff. With 20% representation in "Customer Service." Department "Administration" (16%). With 14% representation, "Other (please specify)" denotes personnel in unlisted departments.


[bookmark: _Toc152937260]Figure 4 Satisfied with current job in TUI

	33.33% of workers are "Satisfied" (rating 4) and 23.33% are "Very Satisfied" (rating 5). This shows a large percentage of employees are happy with their jobs. However, 20% of employees (6.67% "Very Dissatisfied" and 13.33% "Dissatisfied") were less content. The organisation may need to address unhappiness since it might affect productivity and staff retention. The "Neutral" responses from 23.33% of employees reveal a group that may be on the fence or need job or workplace reforms to increase satisfaction.

[bookmark: _Toc152937261]Figure 5 Career Aspirations

The largest group—40% of workers—feels their positions match their professional goals. It appears that many TUI employees find their jobs satisfying and aligned with their career ambitions.  TUI employs 33.33% of people who see their jobs as somewhat aligned with their professional goals. However, 26.67% of TUI employees say their jobs don't match their professional goals.
[bookmark: _Toc152937262]Figure 6 Satisfaction from training and development

Most employees, 50% (30% "Very satisfied" and 20% "Extremely satisfied"), are satisfied with training and development. This suggests that a large majority of TUI's staff considers its learning programmes as effective, valuable, and advantageous to their career progress.  40% of employees (10% "Not at all satisfied," 17% "Slightly satisfied," and 23% "Moderately satisfied") are dissatisfied or ambivalent about training and development programmes. This indicates a group of individuals that may not be satisfied with present skill development and career progression opportunities. TUI's management must understand these replies to personalise training programmes to workers' needs and goals.

[bookmark: _Toc152937263]Figure 7 Receive recognition

43.33% of employees (13.33% "Rarely or never," 20% "Occasionally") reported occasionally or seldom being recognised for their efforts. This means a large percentage of the staff may feel they need to be more appreciated, which might affect motivation and morale. Another 50% of employees (23.33% "Sometimes" and 26.67% "Often") receive moderate to regular appreciation for their achievements. Finally, 16.67% of workers said they always get acknowledgement. 
TUI's management must understand these answers to assess and improve their recognition and appreciation programmes. Increasing employee recognition via verbal gratitude, rewards, or other means can improve employee happiness, motivation, and workplace culture. A culture of gratitude may enhance employee engagement, retention, productivity, and morale.
[bookmark: _Toc152937264]Figure 8 Work-Life balance in TUI

Most employees (46.67%: 10% "Very Poor," 16.67% "Poor") expressed unhappiness with work-life balance. Work pressures may stress this group, hurting their well-being and job satisfaction. About 30% of employees assessed their work-life balance as "Average" (26.67%) or "Good" (30%), indicating a reasonably good view of their ability to balance work and life. This group may be moderately content or able to balance job and personal life. A small but significant fraction, 16.67% of employees, ranked work-life balance "Excellent". These people are likely happy with their work-life balance, suggesting a healthy work environment that promotes their well-being and provides flexibility.
Flexible work hours, remote work, stress management programmes, and explicit workload expectations may help lower-rated employees. A workplace that promotes work-life balance may boost TUI employee happiness, lower burnout, and boost productivity.
[bookmark: _Toc152937265]Figure 9 Satisfied with communication channels in TUI

Most employees (40%: 13.33% "Not at all satisfied," 16.67% "Slightly satisfied") were dissatisfied with communication methods. This group may feel that the organization's feedback and complaint channels need to be improved, which might lead to a lack of openness or responsiveness. Another 46.67% of employees (20% "Moderately satisfied" and 26.67% "Very satisfied") were moderately delighted with communication methods. This group may deem the current communication tools satisfactory but sees potential for development to increase feedback exchange and corporate issues. Additionally, 23.33% of employees were "Delighted" with communication methods. This group views the current channels as successful, displaying a solid feedback system that promotes open communication and employee input.
The last section of the survey is open-ended questions to the employees of TUI. We began by asking the TUI employee, "What aspects of your job at TUI contribute the most to your overall job satisfaction?"  Many employees enjoy a collaborative team environment, displaying respect and collaboration. Employees value growth and development opportunities and actively pursue continuing education and professional development and feeling valued and having a good work-life balance affect job happiness. Workers prefer being acknowledged for their efforts and a personal-life-friendly workplace.
This study shows how job satisfaction and many TUI employee variables are interconnected. Addressing these characteristics can increase staff motivation, job satisfaction, and productivity.
"Can you describe a specific instance when you felt highly motivated or valued in your role at TUI?"  Praising and honouring staff members' efforts and successes has motivated them. Supportive leadership encourages employees by mentoring, advising, and supporting professional progress. Participating in decision-making and valuing worker ideas increased their sense of importance and belonging. Finally, positive feedback from bosses, coworkers, and clients enhanced staff morale and motivation.
"What changes or improvements would you suggest to enhance job satisfaction among TUI employees?" Improved communication highlighted the need for open channels for personnel to communicate their thoughts, concerns, and ideas. Professional development opportunities demonstrate workers' enthusiasm for learning and career advancement. Sponsoring mentorship and training programmes may make employees feel valued and motivated to progress.
Employee recognition and rewards programmes have been suggested to recognise workers' accomplishments and create a motivating workplace. Creating formal recognition processes for outstanding performance can boost job satisfaction.
Finally, staff wellness initiatives addressing mental health, reducing stress, and overall well-being were stressed. Employee wellness may lead to a healthier, more engaged workforce.
"What strategies or initiatives would you suggest to enhance employee engagement at TUI?" follows. Encouragement and response to employee feedback stood out. This emphasises the need to include workers in decision-making and respect them. Employee well-being initiatives focused on mental health, work-life balance, and overall welfare were vital because they boost engagement and productivity. Collaborative activities and team-building exercises were also suggested to improve staff camaraderie and engagement.
"Is there any additional feedback or information you would like to share regarding your job satisfaction at TUI?" is the last one. These replies offer specific criticism and solutions for improving TUI workers' job satisfaction. Workload and stress management concerns highlighted the need for coping methods or other aid with job issues. Organisational communication and openness were emphasised. Improved communication about company goals, options, and changes may boost employee engagement and satisfaction. Work-life balance, career growth, and recognition were cited as areas for improvement. Employees demand improved work-life balance, job advancement, and recognition. Outstanding leadership improves workplaces and employee satisfaction, thus, managers should take leadership training.
[bookmark: _Toc152937242]4.3: Summary of Chapter 4
In Chapter 4, survey data are analysed and discussed. This chapter examines survey data on work satisfaction, employee involvement, organisational practices, and improvement ideas. The study begins with survey results, revealing employee perspectives. It emphasises significant survey findings and patterns, emphasising participant themes, trends, and concerns. Additionally, the chapter may describe survey respondents' recommendations or methods. It may explain how these ideas support the organization's goals and outline a plan to address the identified areas for improvement.


[bookmark: _Toc152937243]Chapter 5: Conclusion, Limitations and Recommendations
[bookmark: _Toc152937244]5.1: Introduction 
This chapter of the dissertation presents the main conclusion, limitations, and recommendations established during the research. The chapter covers the main conclusion about the goals set at the beginning, conclusions and conclusions on the research problem, and a summary of the main findings during the research. Some limitations and recommendations, as well as the study's contribution, are presented.
[bookmark: _Toc152937245]5.2: Conclusions on each research objectives
Objective 1: Assessing Work Satisfaction at TUI
TUI workers' work satisfaction varies, according to the report. While many employees reported moderate to high job satisfaction, many voiced displeasure with some aspects of their jobs. Survey results emphasise addressing these issues to boost employee work satisfaction.
Objective 2: Identifying Factors Impacting Work Satisfaction in the Tourism Sector
The poll revealed the factors affecting UK tourism workers' job satisfaction. Recognition, professional growth, communication, and work-life balance affect employee happiness. Understanding these elements is essential for developing industry-wide job satisfaction initiatives.
Objective 3: Enhancing Working Environment and Job Satisfaction
Several TUI workplace improvements were identified from survey replies. Job satisfaction may be improved by creating a supportive culture, offering excellent professional development, optimising communication, and supporting work-life balance. Addressing these issues can enhance workplace happiness and atmosphere.
Objective 4: Providing Advice for Improving Employee Well-being in the Travel Sector
The poll provides UK travel industry tips on improving employee well-being and engagement. Structured recognition programmes, diversified professional development, open communication, and employee wellness initiatives can improve employee well-being and engagement. Emphasising these characteristics can improve the tourism business and boost employee engagement.

In conclusion, the survey findings have shed light on job happiness, identified TUI's areas for development, and offered helpful advice for the UK travel industry. These issues must be addressed to improve industry employee work satisfaction, engagement, and well-being.
[bookmark: _Toc152937246]5.3: Conclusions on the research problem
The research illuminates Tourist Union International (TUI) employee job satisfaction and its importance to the UK tourist sector. TUI's involvement in the sector's development and prosperity was significant, but the poll results revealed subtle job satisfaction issues that require quick addressing. The study results show that TUI tourist workers in the UK encounter several variables that affect job satisfaction. Employee happiness was influenced by recognition, professional growth, communication, work-life balance, and leadership support. 
These fundamental factors are essential for improving work satisfaction, employee well-being, and TUI organisational success. The data shows the necessity for a thorough method to identify, assess, and manage employee problems. Creating a friendly culture, improving communication, offering growth opportunities, and prioritising work-life balance is crucial. The findings demonstrate the importance of employee well-being on tourist business performance and service excellence. Understanding and improving job satisfaction factors is crucial. To ensure continued organisational growth and a competitive edge in the evolving UK tourist scene, these components must be addressed consistently to create a pleasant work environment.
[bookmark: _Toc152937247]5.4: Summary of the research findings and outcomes
The poll found mixed work satisfaction at TUI. Many reported moderate to high work satisfaction, although many stated job unhappiness. Several factors greatly affected employee work satisfaction. Recognition, professional growth, communication, work-life balance, and leadership support were influential. TUI might increase work happiness in several areas, according to the report. Create a friendly culture, improve communication, offer growth opportunities, and prioritise work-life balance to address these issues. The research confirmed that employee well-being significantly affects organisational performance. Growing and staying competitive in the evolving tourist business requires understanding and resolving work satisfaction aspects. The research shows that TUI must identify, assess, and solve employee complaints to improve work satisfaction. Addressing these concerns can create a healthy work climate, enabling sustained organisational growth and prominence in the competitive UK tourist sector.
[bookmark: _Toc152937248]5.5: Original Contribution of the Research 
The report reveals TUI workers' opinions and concerns about job satisfaction and engagement. The survey discovered and highlighted vital elements affecting tourism workers' job satisfaction. Leader support, professional growth, communication channels, work-life balance, and recognition were crucial to employee happiness. The survey results provide pragmatic advice for TUI and the UK tourist sector. To boost job satisfaction, promote a supportive culture, improve communication, offer growth opportunities, and prioritise work-life balance. This finding can help TUI and other tourist companies manage. The findings give a path for resolving problems and adopting solutions to improve employee happiness and organisational success.
This study adds to professional and academic discussions on tourism employees' work satisfaction. Academic research, scholarly conversations, and industrial methods to improve employee well-being and engagement may benefit from the findings.
[bookmark: _Toc152937249]5.6: Limitations of the Research 
The Tourist Union International (TUI) employee job satisfaction survey in the UK tourist industry may have specific areas for improvement. TUI's survey sample may be biased towards those more likely to participate or those with certain attitudes.  Lower-than-expected survey response rates may have affected data representativeness and generalizability to the total employee group. The survey questions may have concentrated on specific components of work satisfaction, neglecting other important factors that might affect employee happiness, restricting the findings. The study may have yet to thoroughly examine TUI's particular organisational environment, including business culture, rules, and recent events that might affect work satisfaction.  Socioeconomic variables, industry changes, and market dynamics may affect employee job satisfaction, but the poll did not address these. This is important because these limitations can help interpret the survey findings and inform future research to address them for more comprehensive and accurate assessments of employee job satisfaction at TUI and other organisations.
[bookmark: _Toc152937250]5.7: Recommendations
 Based on TUI study findings and future research suggestions:
1. Strengthen Recognition Programmes: Structured recognition programmes publicly acknowledge and honour employee efforts. Regularly recognise outstanding achievements to promote staff morale and motivation.
2. Invest in Professional Development: Offer workshops, training, and mentorship to empower people and advance their careers.
3. Prioritise Work-Life Balance: Implement flexible work arrangements or rules. Promote personal time and well-being to boost productivity and job satisfaction.
4. Leadership Development: Train and assist managers in team management, employee motivation, and workplace positivity.
Future research should compare work satisfaction across TUI departments, jobs, and demographics to find differences and tailor methods to varied employee groups. Also, an analysis of external factors Explore how economic conditions, market developments, and industry changes affect employee job satisfaction to comprehend more significant implications. Implementing these tips may improve TUI's work environment and advance tourism sector employee job satisfaction research.
[bookmark: _Toc152937251]5.8: Summary of Chapter 5
Chapter 5 includes research-based recommendations to improve Tourist Union International's (TUI's) employee job satisfaction in the UK's tourism industry. Based on survey results, the chapter suggests TUI make efforts to improve the workplace and employee happiness. Chapter 5 also suggests further study to understand better employee job satisfaction patterns in TUI and other tourist organisations. These suggestions attempt to improve management, create a more exciting workplace, and promote employee happiness and well-being research.
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[bookmark: _Toc152937254]Appendix 1: Survey
We appreciate your participation in this survey. We highly value your input as it plays a vital role in comprehending and improving job satisfaction within the travel sector, particularly at Tourism Union International (TUI) Company. Please provide honest and reflective responses to the following questions. It is anonymous. Please, do not write personal information and data.
Section 1: Demographic Information

1. What is your age group?
· Under 25 years old
· 25 - 35 years old
· 36 - 45 years old
· 46 - 55 years old
· 56 years old or above
2. How long have you been employed at TUI?
· Less than 1 year
· 1 - 3 years
· 4 - 6 years
· 7 - 10 years
· More than 10 years
3. Which department do you primarily work in at TUI?
· Sales and Marketing
· Operations
· Customer Service
· Administration
· Other (please specify): ____________
Section 2: Closed-Ended Questions

4. On a scale of 1 to 5, how satisfied are you with your current job at TUI?
· 1 (Very Dissatisfied)
· 2 (Dissatisfied)
· 3 (Neutral)
· 4 (Satisfied)
· 5 (Very Satisfied)
5. Do you feel that your role at TUI aligns with your career aspirations?
· Yes, completely
· Yes, to some extent
· No, not at all
6. How satisfied are you with the training and development opportunities provided by TUI?
· Not at all satisfied
· Slightly satisfied
· Moderately satisfied
· Very satisfied
· Extremely satisfied
7. How often do you receive recognition or appreciation for your work at TUI?
· Rarely or never
· Occasionally
· Sometimes
· Often
· Always
8. On a scale of 1 to 5, rate the work-life balance at TUI.
· 1 (Very Poor)
· 2 (Poor)
· 3 (Average)
· 4 (Good)
· 5 (Excellent)
9. Are you satisfied with the communication channels within TUI for sharing feedback and concerns?
· Not at all satisfied
· Slightly satisfied
· Moderately satisfied
· Very satisfied
· Extremely satisfied
Section 3: Open-Ended Questions

10. What aspects of your job at TUI contribute the most to your overall job satisfaction?
11. Can you describe a specific instance when you felt highly motivated or valued in your role at TUI?
12. What improvements or changes would you suggest to enhance job satisfaction among employees at TUI?
13. What strategies or initiatives would you suggest to enhance employee engagement at TUI?
14. Is there any other feedback or information you would like to share regarding your job satisfaction at TUI?
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The research purpose of this study is to analyse and appraise the many aspects that impact employee work satisfaction within the organisation of Tourism Union International (TUI) within the specific setting of the tourism sector in the United Kingdom.
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	Research Question
1.	What is the present level of job satisfaction among employees of Tourism Union International (TUI)? 
2.	What are the key characteristics that substantially influence the level of job satisfaction among TUI employees within the UK tourist sector?
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	How many participants are expected?

	
30 employees

(this box should expand as you type)
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	Who will the participants be?

	
Workers above 18 years old

(this box should expand as you type)
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	How will you identify the participants?
	
 All parties work for the organisation

(this box should expand as you type)
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	Information for participants:
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	☐
	☒
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

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

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

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:
No risk as there are no questions for identification

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

No personal data colected

(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	


(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:



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

No risk

(this box should expand as you type)

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

	
	Risk to the University:



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

 ethical standard are used

(this box should expand as you type)

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

	
	Risk to the environment:



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

Minimal risk as the research is online mostly.

(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☒
	☐

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



SECTION I: Feedback, Consent and Confidentiality

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

	
	
All involved have been informed through a consent form

(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	 Everyone has been informed before the anonymous survey.

(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
No question included names and address or risk data, it was not collected.

(this box should expand as you type)


SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	x☐

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

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	x☐

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

	4
	


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☒

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☒
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☐
	☒

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	

(this box should expand as you type)

	
	Data Protection

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

	13
	Electronic transfer of data in any form?
	☐
	☒

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

	15
	Sharing of data with other organisations?
	☐
	☒

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

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

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

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

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

	
	


(this box should expand as you type)

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

	
	


(this box should expand as you type)

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

	
	


(this box should expand as you type)

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

	
	


(this box should expand as you type)

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

	
	


(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒


SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	ELENA A
	Date:
15.12.2023



For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Dr Mushfiqur Rahman
	Date:
15.12.2023

	3
	Signature:
	

	



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

	5
	Signature:
	

	



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

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

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

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

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

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

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



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

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



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


Work experience 

The age	




Less than 1 year	1 - 3 years	4 - 6 years	7 - 10 years	More than 10 years	0.2	0.3	0.23	0.17	0.1	

Employees divided by departments in TUI 	
Sales and Marketing	Operations	Customer Service	Administration	Other (please specify): 	0.27	0.23	0.2	0.16	0.14000000000000001	




Satisfied with current job in TUI	
1 (Very Dissatisfied)	2 (Dissatisfied)	3 (Neutral)	4 (Satisfied)	5 (Very Satisfied)	6.6699999999999995E-2	0.1333	0.23330000000000001	0.33329999999999999	0.23330000000000001	




Career Aspirations	
Yes, completely	Yes, to some extent	No, not at all	0.4	0.34	0.26	




Satisfaction from training and development	
Not at all satisfied	Slightly satisfied	Moderately satisfied	Very satisfied	Extremly satisfied	0.1	0.17	0.23	0.3	0.2	




Receive recognition	
Rarely or never	Occasionally	Sometimes	Often	Always	0.27	0.23	0.2	0.16	0.14000000000000001	




Work-Life balance in TUI	
1 (Very Poor)	2 (Poor)	3 (Average)	4 (Good)	5 (Excellent)	0.1	0.16	0.27	0.3	0.17	




Satisfied with communication channels in TUI	
Not at all satisfied	Slightly satisfied	Moderately satisfied	Very satisfied	Extremely satisfied	0.13	0.16	0.2	0.27	0.24	




The age	




Under 25 years old	25 - 35 years old	36 - 45 years old	46 - 55 years old	56 years old or above	0.3	0.3	0.2	0.1	0.1	
2
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