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[bookmark: _Toc165330772]Chapter - 1: Introduction
Introduction
In the modern business world, where things are changing rapidly, it becomes necessary to develop a workplace with a positive climate which need to be left without any attention. The auspicious storyline between the working place and employee performance within the boundaries of Lloyds Banking Group unravels as a complex drama because of the multiple factors involved. This work will be viewed through the scholar's lens that has the precision of Nathaniel Hawthorne's "The Scarlet Letter". The objective is to reveal the intricate relationships determining how employees reference the aforementioned bank.
Consequently, this research is based on both literary comprehension and an empirical view, and it attempts to explain the complex connection between organizational climate and employee performance in Lloyds Banking Group, so that it can contribute to a better learning of methods through which organizational dynamics work in the modern business world.
This research not only is of a great relevance for financial business but has also great implications across various spheres of organizational setting and will assist in developing the thought of holistic solutions in the area of managing and human resources.
Research Background
The workplace environment has been viewed as a key part impacting employee implementation and flourishing inside organizations. As businesses investigated through the reliably changing global landscape, the significance of cultivating a positive and ideal workplace climate turned out to be coherently basically obvious. Past assessments have featured the significant impact of the workplace atmosphere on employee resolve, job fulfilment, efficiency, and generally organizational achievement. This paper expected to bounce into the event of an organization, an obvious financial foundation, to understand what its workplace climate meant for employee execution. Past research has recommended that elements, for example, organization style, organizational culture, veritable work area plan, correspondence channels, and employee obligation drives can all anticipate fundamental parts in frivolity the workplace climate (Lloyd and Payne, 2023).
[bookmark: _Toc165330773]Purpose of the Research
The main purpose of this research was to conduct an extensive examination of the influence of the workplace atmosphere on employee performance within this financial institution. The aim was to thoroughly understand how various aspects of the work environment impact employee productivity, engagement, and performance. By exploring these dynamics in detail, we sought to gain insights that could inform strategies for enhancing workplace conditions and ultimately improving employee outcomes. Also, the research endeavoured to add to the energy assortment of information on organizational way to deal with acting, human resource management, and workplace dynamics. Through a raised assessment of the relationship between the workplace climate and employee execution, this research planned to uncover snippets of data that could be applied inside Lloyds Banking Group as well as across the more prominent financial services industry (Nazir and Islam, 2020).
[bookmark: _Toc165330774]Research Aim and Objective 
[bookmark: _Toc165330775]Objectives
· To assess the current workplace environment on employee’s performance at Lloyds Banking Group.
· To analyse the factors influencing employee performance within the organisation.
· To recommend strategies to create an environment that will enhance employee peResponse factorormance.
[bookmark: _Toc165330776]Research Questions
1. What does the existing workplace environment look like at Lloyds Banking Group?
2. How do factors within the workplace influence employee peResponse factorormance?
3. What is the correlation between the workplace environment and employee satisfaction?
4. What specific improvements can be made to enhance the workplace environment?
[bookmark: _Toc165330777]Significance of the Research
The significance of the study lies in recognising the profound interconnection between the workplace environment and employee peResponse factorormance. From a strategic standpoint, cultivating a positive and supportive workplace climate is foundational for fostering employee success and maximizing organizational productivity. Studies have constantly shown that such conditions lead to expanded viability, higher job fulfilment, and further made employee levels of consistency. Furthermore, the significance of this research associates past individual organizations to the more noteworthy business area. Experiences got from understanding the relationship between are a positive workplace climate and employee performance can be significant across different businesses (Boselie et al., 2021).
[bookmark: _Toc165330778]Dissertation Structure
Chapter 1: Introduction
This chapter gives an organization of the dissertation, including the research background, significance of the point, focuses, targets, and research questions. It clears a path for the concentrate by introducing the impact of workplace climate on employee peResponse factorormance, with a supplement on Lloyds Banking Group.
Chapter 2: Literature Review
This chapter fundamentally surveys existing literature related with workplace climate and employee peResponse factorormance, drawing scraps of data from canny research, theories, and models. It investigates various parts impacting employee performance and the importance of a positive workplace atmosphere (Ali et al., 2020).
Chapter 3: Methodology
In this chapter, the research philosophy, approach, and procedures are outlined. The positivist philosophy coordinates the deductive approach took on for the review. The survey system with random sampling is used for data collection, for the most part through primary sources. Data analysis is worked with using Excel (Park, 2020).
Chapter 4: Findings and Analysis
This chapter presents the findings of the review considering the data gathered and disengaged. It consolidates a point-by-point analysis of the impact of workplace atmosphere on employee performance at organization (Ousama et al., 2020).
Chapter 5: Conclusion and Recommendation
The last chapter summarizes the principal findings and conclusions drawn from the review. Considering these conclusions, recommendations are appreciative organization and other organizations to redesign their workplace normal parts and further develop employee Response factorormance.


[bookmark: _Toc165330779]Chapter - 2: Literature Review
Introduction
This review examines various methods to improve working conditions and productivity, such as adaptive work structures, leadership styles, and inclusive environments. It highlights the link between company culture and employee wellbeing, addressing challenges like resistance to change and resource limitations. By analysing evidence-based studies and promoting engagement and adaptive planning, it offers valuable insights for organizations seeking to enhance performance and sustain success.
Strategies to Enhance Workplace Environment and Employee performance
Various methods enhance office environments and staff productivity, covering a broad spectrum of projects. Flexible work arrangements, like telecommuting and flexible hours, synchronize work and life, boosting satisfaction and productivity. As per the Badrianto et al., (2020) strong leadership fosters trust, communication, and empowers employees, shaping workplace culture. Employee engagement programs align staff with organizational goals, fostering commitment and participation.
Through seeking feedback, praising the good peResponse factorormance, and building a positive corporate culture, companies can bolster the confidence of their employees, making them more willing to put in their all and achieve better results. According to the Fuertes et al., (2020), the provision of platforms for training and development is a logical progression in the efforts to foster employee growth and skill development. This is not only a performance booster but also a source of prospects for long term success and growth within the organization. An inclusive working environment contributes to the facets necessary in the creation of a positive atmosphere of mutual respect and acceptance where every employee feels valued and appreciated. Organizations can discuss inclusivity with policies, practices, and initiatives that are meant to bring the concepts of diversity, equality, and inclusion to life. Implicitly endorsing the differences between people, acknowledging biases, and providing equity as far as workforce is concerned lets people belong and gel into one working force setting, leading to higher productivity and creativity. As per the Smith, (2018), the implementation of these practices, institutions can generate an organizational climate that supports employee health, satisfaction, and peResponse factorormance. Nevertheless, other obstacles and dimensions make it difficult for these mechanisms to run smoothly. Obviously, an approach that considers the prevailing organizational dynamics and the needs of the employees is required. Solving these problems will call for a comprehensive solution, with evidence-based research as the foundation and the most effective aspects of organizational management and human resource development as the guidance.
[bookmark: _Toc165330780]Definition of Workplace Environment
As per Johnson, (2020), the given meaning of workspace here is a multiplex concept which has the physical, social, and psychological aspects. It is the summation of the physical aspects including the office layout, design, amenities, and the environmental conditions which directly brings about staff comfort, safety, and productivity improvement. This description talks about the importance of a thoughtfully planned physical environment that can enable a congenial or a favourable working atmosphere. Conversely, it suggests that problems with preserving of these areas along with not taking any actions to fix them can lead to low employee satisfaction and drive down productivity.
According to the Kumar (2018), the workplace conditions comprise of organizational culture, values, norms, as well as communication patterns in the workplace. With this definition the emphasis is thus placed on the intangible components of the organizational climate that can be translated into the social dynamic shaping the workers interactions, and the sense of belonging. A positive community culture is driven by mutual respect, constructive but mindful communication, and collaboration at all levels, which in turn increases motivation and solidarity among the employees.
According to Rasool et al. (2020), a range of factors that characterize the workplace do not only affect employees' behaviour, attitudes, and productivity at the suResponse factorace level but also reveal the community of the assets the work environment This all-inclusive approach highlights the holistic character of the workplaces' environment where by combining both the visible and invisible variables, the working environment is maintained to become conducive to employee health and organization's success.
According to Johnson (2020) distinguishes workplace environment from a multifaceted standpoint pointing to the co-existence of the physical, social, and psychological elements. It draws the line between a meticulously designed physical environment and its benefits to staff compassion, safety, and productivity. Additionally, it creates a sense of alertness on the negative implication of such area's neglect. On the other hand, Kumar (2018) identifies the equally important intangible elements including organizational culture, values, and communication patterns, which shape social relations and motivate employees. Rasool et al. (2020) take an integrated approach and reinforce the idea that both visible and invisible factors are especially important in creating a favourable workplace environment for employees to thrive and business to be successful, or in other words, that both people and systems need to work together.
[bookmark: _Toc165330781]Importance of Strategic Approaches
In addition, the psychological aspects of a place of work are extremely important because they form employees' priorities, motivation, and health. The scope of this is spread across areas like job satisfaction, maintaining the work-life balance, job autonomy and chances to grow as an individual and a professional. Providing a supportive environment psychologically in which employee can be engaged, resilient, and overall interact positively with work issues at hand which leads to high performance and commitment to organizational objectives. According to the Fuertes et al., (2020), the workplace conditions consist of diverse elements that interact and result in particular experiences of employee as well as overall outcomes of the organization. This does not only limit itself to the materials aspect of the overall workplace, but it also incorporates social and psychological dimensions that make up the whole employee experience. An upbeat working environment that makes employees feel they belong, that they have a meaning in their lives and that their goals are almost attained increases their motivation, creativity, and productivity. The society which put in effort to work in a friendly employment condition allow for a robust employee recruitment and retention, innovation, and increased chances of steady success for their organization in this growth-driven business world.
It is possible to increase employee participation to the decision-making processes, offer a forum for expressing their opinions and recognizing their efforts, and create a culture that will facilitate open communication and teamwork through strategic initiatives which will, in turn, bring about an increase in employees’ engagement and motivation. Besides, the interventions that are well-planned and strategic are making the key factors that are a positive workplace culture to be among the determinants of organizational success. A clean culture at the workplace with trust, respect, and transparency as its main pillars serve as a base to make the teams cohesive, attract the best talent and retain employees. As per the Johnson, (2020), the culture of the organization that has the strategic approach focusing on programs such as leadership development, diversity and inclusion, and employee well-being programs tends to put these employees in a favourable position where they feel appreciated, supported, and empowered to flourish. In addition, strategic considerations as to how workplace excellence is achieved should be the last step in determining if sustainable business objectives are attained. Through devoting resources to programs that put employee health, competency, and productivity in the first place, companies such as Lloyds Banking Group gain many advantages, including lower employee turnover rates, higher customer satisfaction, better finances, and an advantage over its competitors. It is not only these kinds of initiatives that bring immediate benefits, but also build up a base for future success by training the workforce to be adaptable, resilient, and extremely productive.
[bookmark: _Toc165330782]Strategies for Improving Workplace Environment
Flexible Work Arrangements: The ability to set one’s own working hours and the option to alter the typical workweek schedules positively influence the quality of life, job peResponse factorormance, and the employees’ satisfaction levels. According to Clark et al., (2018), the capability to accommodate varying needs and preferences of employees, Lloyds Banking Group can in turn help these people to peResponse factororm at their best level while maintaining their successful work-life integration.
Leadership and Management Practices: The ability of the leadership and the management to implement proper practices is the most crucial factor in building a healthy and motivating organization. As per Roberts, (2022), Managers at Lloyds Banking Group should actively promote communication, give employees constructive feedback, and allow staff to take on the responsibility of their job. Through making visible the personal integrity of transparency, empathy, and honesty, the managers can foster trust and loyalty among the employees. That will result in higher levels of engagement and peResponse factorormance.
Employee Engagement Programs: Engaging employees has to do with bringing in of the workers recognition programs, wellness programs, and team-building activities for the purpose of the culture and morale strengthening. According to Gibson et al., (2021), these programs are especially valuable in building close relationships and creating a positive atmosphere that translates into higher level of job satisfaction, motivation, and involvement in the organizational objectives.
Training and Development Opportunities: The most valuable investment that businesses could make in their employees is in their training and development as it is the basis for capacity building, personal development, and talent retention. Turner, (2020) says organization can maintain the competitiveness of its workforce by providing learning opportunities and professional development resources, which in turn, enable employees to accomplish the new demands of their roles and to withstand the continuous changes in the industry, resulting in better performance and organizational agility.
Inclusive Workplace Culture: Diversity, equity, and inclusion are the key issues to be addressed to create a warm and equitable culture in the workplace. Such an organization cans build-up inclusivity through recruitment and diversity training and affinity groups. According to the Morgan et al., (2017), companies can benefit from diversity by integrating different perspectives and experiences which will sustain innovation, creativity, and collaborations among employees, and drive their performance and competitiveness.
[bookmark: _Toc165330783]Challenges and Considerations
The main hindrance to change that organizations are facing to elevate their workplaces is the resistance to change. Staff might be reluctant to accept new rules, processes, or changes in the job procedures, afraid of the disruption of their schedules or ambiguity about the result. Stewart, (2022) state that, surmounting resistance to change necessitates efficient communication, stakeholder engagement, and leadership endorsement for the purpose of acquiring collective employee support and affiliation to the desired changes. The factor of resource limitation is another big obstacle in business entities. Cultural barriers may only be successfully overcome by discovering the cultural sensitivity, the cultural competence, and the attitudes to adapt with the strategies to respond to the diverse perspectives and values within the organization. Another requirement for effective changes related to the workplace environment is that there should be continuous engagement, investment, and evaluation of the initiatives' results. As per the Putra et al (2024), workplace modernization is not a one-time effort but a process of enrichment which requires to be renewed repeatedly in the face of different conditions, emerging problems, and improvement. Such a plan could involve the collection of deep needs analyses from employees, consulting with employees and building a culture of collective efforts and perpetual improvement. Through carefully assessing these challenges and combining them with effective strategies that can make the workplace a more conducive and enjoyable place, organizations can develop a culture that works for all and meets the needs of the organization.


[bookmark: _Toc165330784]Chapter - 3: Research Methods and Methodology
[bookmark: _Toc165330785]Research Philosophy
The research philosophy chosen for exploring the consequences of the workplace environment on the performance at Lloyds Banking Group is positivism. Positivism stresses the importance of objective reality and the use of empirical data to describe the relationship between variables. This philosophy was selected because it is consistent with quantitative data analysis methods, so it was possible to undertake a precise examination of measured factors that affect employees` performance within a system. The emphasis of the positivism on the objectivity and replication shall guarantee the reliability of the results which is especially important in evidence-based decision-making process inside the business environment. 
An interpretivism philosophy was not adopted because of its subjective interpretation of the phenomenon and its qualitative approach which might not be sufficient to capture the precise and quantitative qualities of the organizational environment and performance that is needed for this study (Creswell et al., 2017).
[bookmark: _Toc165330786]Research Approach
The Deductive research approach was used in the research. The research started with the early stage of this approach with a hypothesized theoretical framework using the existing literature as a basis and assumptions about the link between the workplace environment factors and employee peResponse factorormance. It provided the opportunity for the verification of the assumptions made by means of the empirical observation and analysis of data collected from the employees of Lloyds Banking Group. It set a theoretical framework that was built on testing or invalidating pre-selected theories, enhancing the reliability and practice of the study. Inductive was not used as the approach as theory generation based on pattern observation could have been hardly used to the aim of the study i.e. assessment of already developed concepts given some organizational scenario (Creswell et al., 2017).
[bookmark: _Toc165330787]Research Method
A quantitative research method was used to investigate the effects of organization environment on employees’ performance at Lloyds Banking Group. Here employees were asked to complete similar standardized questionnaires which in turn provided information about the work environment perception and its effect on peResponse factorormance. The mono-method approach was chosen for being a consistent and comparable method of data collection, hence making it an appropriate tool for straightforward analysis and interpretation of the data obtained.
 In addition, other approaches, such as mixed method, were not included to keep sync with the methodology and to get the study data more smoothly. Furthermore, this enabled a systematic and thorough exploration of particularly workforce situation and output aspects that closely adhere to the research topic and add to the study’s reliability and validity (Denzin et al., 2018).
[bookmark: _Toc165330788] Research Strategy
Research strategy that was used for investigating the effect of office atmosphere on workers performance at Lloyds Banking Group was quantitative. The key point is such approach included numeric data collection and its statistics to evaluate the correlation between work environment elements and employees’ performance indicators. The quantitative strategy was considered because of it advantage of producing objective and generalizable results which are the key properties of evidence-based approach within corporate context in Lloyds Banking Group. Qualitative method was not considered in the study because its concept is based on subjective interpretations and may lack the level of precision and statistical rigor needed for research that tries to strictly investigate the complex dynamics of workspace environment and employee performance (Ghazinoory et al., 2024). 
Sample Size
For the survey, 20 respondents chosen as sample size and with each respondent answering 20 questions which were given to them. This sample size was perceived as adequate, for the magnitude of the research, so that the number of records to be collected and evaluated could be manageable yet of significance. The benefits of the respondent selection were done by using purposive sampling, making a group that could represent various levels and departments within Lloyds Banking Group. Each interviewee was explained in clear language about the objective and nature of the survey, as well as was granted permission to participate. The questions of the survey which were well thought and drafted were focused on gathering the relevant information regarding how the work environment affects employee peResponse factorormance, and then this information was utilized in the research analysis (Schulz et al., 2024).
[bookmark: _Toc165330789]Sampling Methods
A random sampling method  was used to investigate   how the working environment impacts employees of Lloyds Banking Group. This entailed randomly selection of participants from the total population of Lloyds Banking Group employees while ensuring a fair chance of being singled out for the study for each employee Biasedness can be controlled and overall applicability of outcomes enhanced if random sampling is used, a simple technique that will help regulate biasedness and allow generalizable conclusion of the study within the whole employee population. Different sampling methods like convenience or purposive sampling were not employed to avoid participant’s contamination and to ensure the effectiveness of the study (Zhao et al., 2024).
[bookmark: _Toc165330790]Data Collection method 
The data collection method chosen for this research is primary method. The study involving the effect of a workplace environment on the job performance at Lloyds Banking Group was done through the structured surveys that were disseminated among the employees. Surveys were employed to eliminate the need for qualitative data gathered from participants by standardizing the responses. When many people are involved, the large sample size is one of the important characteristics of the surveys. These techniques enable the collection of specific data allowing the researcher to accomplish their desired goals. The secondary data collection was not employed in our research since it might be non-relevant or thinking of Lloyds Banking Group if considered to be strange. Therefore, the study might not be applicable and valid (Braun et al., 2006).
Primary data collection has been done through structured surveys given to the Human capital and higher-level employees to collect the quantitative information directly from participants. Secondary data, in case used, would comprise of information extracted from sources such as company records, reports, and academic literature yet, the viability and relevancy of it to the study context is another major concern.
[bookmark: _Toc165330791]Data Analysis
Excel software was used in the study to present the data in systematic and graphical representation. Charts and tables were used to present the findings of the research. The software helped to do statistical analysis easily as the use of excel software is ease process which was helping to save time, efforts, and energy. The graphs and charts helped to make research effective and good in appearance. This help to interpret the information in easy mode. This approach allows for the collection of primary data on consumer perceptions, behaviours, and preferences related to the impact of social media on brand image. Thematic Analysis was applied to analyse the secondary data. It is worthy methods, to find the repeated themes, main concepts, and patterns was the way out to explore the existing literature.
Acquisition of Secondary Data
Identification of Sources: Credible academic databases, journals, and repositories constitute the main source of secondary data, which include ones dealing with organizational behaviour, human resource management, and other relevant issues.
Search Strategy: Herein, we shall put forward a comprehensive search strategy that involves the use of keywords and phrases related to the workplace environment, employee peResponse factorormance, and organizational behaviour. The most important thing is Boolean operators, which helps to narrow the search range to keep relevance of specified articles and reports.
Inclusion Criteria: A criteria for selection was to focus on peer-reviewed articles, recent publications, and studies that were directly relevant to the environment of place of work, to ensure reliability and validity (Bauer et al., 2024).
Access to Internal Data: Actions were taken to gain entry to internal reports, publications, and research at Lloyds Banking Group that government authorities possess that are not available to the public; this presented a golden opportunity to observe the bank's tactical approaches, challenges, and successes (Baardman et al., 2021).
Reference Management: EndNote or Zotero helped to keep and refer to all the secondary sources arranged and tracked in automatic mode for more comfort during the insertion of citations and the bibliography into the review of the literature.
[bookmark: _Toc165330792]Integration of Secondary Data
· Synthesis and Analysis: Thematic analysis, an analytical method which is the most detailed one, was used to highlight the recurring themes, core ideas and, patterns in the developed secondary sources. The approach of systemize made the data-processing nuanced but interpretable availing room for an in-depth understanding of the interconnection between the work environment and the employee peResponse factorormances (Ahmadi, 2024).
· Categorization: The data was described in its subgroup and the principal categories through which it was described included employment policies, organization culture and factors that affect employee peResponse factorormance. Such a categorization was destined to provide a framework of a structured and coherent literature review presentation; novelties and data analysed were complete and presented in a form easy to comprehend (Kiu et al., 2024).
[bookmark: _Toc165330793]Ethical Consideration of the Research
Ethics had a significant role the whole till the research process was completed which covered both primary and secondary data research. Through the primary research, informed consent of participants was paramount, and this obliged us to ensure that participation was voluntary, and the rights of the participant were protected. Measures were made to ensure confidentiality and anonymity so that no identified person and personal information like biometrics and sensitive data were collected. Participants were also given an unambiguous account of the purpose, procedures, and potential risks involved, providing them enough information to allow them to make an informed decision. I followed the ethical principles in the secondary research procedure by making the selection and application of the data sources that had already been gathered. An excellent and convincing reference used to show the sense of proper attribution and citation practices would be a full list of sources along with full quote and paraphrasing with proper citation applied and intellectual property rights respected (American Psychological Association, 2017).



[bookmark: _Toc165330794]Chapter - 4: Findings and Discussion
[bookmark: _Toc165330795]Findings 
How would you rate the overall workplace environment at Lloyds Banking Group?
	Column1

	Mean
	5

	Standard Error
	1.2909944

	Median
	5

	Mode
	#N/A

	Standard Deviation
	2.5819889

	Sample Variance
	6.6666667

	Kurtosis
	-1.2

	Skewness
	0

	Range
	6

	Minimum
	2

	Maximum
	8

	Sum
	20

	Count
	4

	Confidence 
Level (95.0%)
	4.1085205



The data set contains value of 4 this mean is 5, and that range is 6. There is no skewness or kurtosis, which means it that a symmetrical distribution is present. The confidence level at 95 % is ±4.11, indicating how precise the mean is. The paucity of the grand Kurtosis shows slightly platykurtic distribution. The slightly platykurtic distribution suggests that the dataset has fewer extreme values than would be expected in a perfectly symmetrical distribution. Overall, the mean provides a central measure for understanding the participants' values, with additional insights gained from considering the range and distribution characteristics.
Which of the following factors do you believe have the most significant influence on your performance at work?
	Options 
	RESPONSE FACTOR
	PERCENTAGE FACTOR

	Leadership and management practices
	2
	10

	Workload and job demand
	4
	20

	Work-life balance initiatives
	6
	30

	Opportunities for growth and development
	8
	40




According to the results, (5) those who are under work pressure and have high job demands rate their performance lowest (whereas) those who are provided with an opportunity for growth and development rate their performance highly. The next in importance are the work-life balance initiatives (6) and then leadership and management practices (2). This shows that although management and leadership styles are important, no less vital are efforts to tackle workload and job demands while ensuring that ‘growth’ and ‘work-life balance’ amenities are provided, leading to enhancement in employee performance at the Lloyds Banking Group.
On a scale of 1 to 5, how satisfied are you with the communication channels within the organization?
	Options 
	RESPONSE FACTOR
	PERCENTAGE FACTOR (%)

	Very Dissatisfied
	7
	35

	Dissatisfied
	3
	15

	Neutral
	4
	20

	Satisfied
	6
	30




The main findings reveal that a major part of participants (35%) felt "Very Dissatisfied" with the existing environment and the smaller percentage (15%) neutrally stated the same. To sum it up, the percentage of those who were "Very Dissatisfied" was the highest (60%). On the other hand, the second-largest group was the "Satisfied" employees (30%). This shows that the employees held different views regarding the company's management policies. 20% of responses, which were classified as "Neutral", hinted that there was a preserve degree of the level of indecision or doubtfulness about the workplace environment.
How often do you feel valued and appreciated for your contributions in the workplace?
	Column1

	Mean
	5

	Standard Error
	0.912870929

	Median
	5

	Mode
	#N/A

	Standard Deviation
	1.825741858

	Sample Variance
	3.333333333

	Kurtosis
	-3.3

	Skewness
	0

	Range
	4

	Minimum
	3

	Maximum
	7

	Sum
	20

	Count
	4

	Confidence Level (95.0%)
	2.905162716



The data shown in Column 1 indicates an average of 5 with a low standard deviation and confidence coefficient which means a small range of error. The distribution neither is skewed nor kurtotic. A possible 4-range for the mean sum of 20 can be construed from either 3 to 7 or with each 4th value summation. 
Do you believe that a positive workplace environment contributes to employee satisfaction?
What initiatives do you think would enhance the workplace environment and consequently improve employee peResponse factorormance?
Correlation
	 
	Column 1
	Column 2

	Column 1
	1
	

	Column 2
	0.192308
	1



The data strongly recommend a correlation between positive environments of the workplace as well as the satisfaction of desired employees. executing flexible arrangements of work as well as fostering initiatives of diversity and inclusion appear more effective. These steps encourage a sense of belonging as well as support personal growth which leads to an increased level of satisfaction and is more likely to enhance overall peResponse factorormance. The programs for recognition and opportunities for training also play roles, albeit with slightly lesser correlation. Overall, nurturing a positive workplace culture yields tangible benefits in employee satisfaction and peResponse factorormance. 
How well do you think the organization fosters a culture of collaboration and teamwork?
	Column1

	Mean
	5

	Standard Error
	2.041241

	Median
	5

	Mode
	#N/A

	Standard Deviation
	4.082483

	Sample Variance
	16.66667

	Kurtosis
	-5.412

	Skewness
	0

	Range
	8

	Minimum
	1

	Maximum
	9

	Sum
	20

	Count
	4

	Confidence 
Level (95.0%)
	6.496141



Column 1 extends from 1 to 9 and has an average value of 5, which represents the median. The fluctuations data are depicted in the standard deviation of 4.08 and sample variance of 16.67. To the contrary, skewness is bypassed here, but kurtosis shows a negative deviation from the normal one. 
To what extent do you feel that your work environment supports your professional growth and career advancement?
	Options 
	RESPONSE FACTOR
	PERCENTAGE FACTOR (%)

	Completely
	6
	30

	To a Large Extent
	5
	25

	To Some Extent
	2
	10

	Not at All
	7
	35




The survey yielded the following results with almost 30% of respondents feeling they are completely backed and allowed to grow professionally, as well as advance their careers. 25% appeared to be very well supported. Nevertheless, this barometer varies significantly since almost a third (35%) of the participants that were interviewed were not supported at all. This implies that although the most employees are seeing realignment towards career advancement, it does not mean that there are lack opportunities for growth across whole the organization.
How likely are you to recommend strategies to improve the workplace environment based on your experiences?
	Column1

	Mean
	5

	Standard Error
	1.290994449

	Median
	5

	Mode
	#N/A

	Standard Deviation
	2.581988897

	Sample Variance
	6.666666667

	Kurtosis
	-1.2

	Skewness
	0

	Range
	6

	Minimum
	2

	Maximum
	8

	Sum
	20

	Count
	4

	Confidence Level (95.0%)
	4.108520514



The information in column 1 has a mean of 5, the standard deviation close to 2.58 and the range being 6. It is a three-value code that can be from 2 to 8. Skew nullifies, implying equality. With a 95% confidence level, the mean is believed to be a close range of ±4.11 of 5. 
 How satisfied are you with the current workplace environment at Lloyds Banking Group?
	Options 
	RESPONSE FACTOR
	PERCENTAGE FACTOR (%)

	Very Satisfied
	2
	10

	Satisfied
	4
	20

	Neutral
	6
	30

	Dissatisfied
	8
	40




The central results show that a part of the respondents stated a positive feeling about the work environment at Lloyds Banking Group as 30% of them gave their satisfaction and 20% even stated their being very satisfied. But on the other hand, a good portion of people remained unbiased - this was 30% of people who were asked about it. The rate of "weakly dissatisfied" respondents was much lower than that of "dissatisfied" respondents, with 10% of respondents being "dissatisfied" and 10% of respondents being "strongly dissatisfied". Through these results, we can conclude that the employer tries to create a positive environment yet there are some loopholes to fill in, for instance, the satisfaction of some employees may not be addressed by 100%.


[bookmark: _Toc165330796]Discussion
To assess the current workplace environment on employee’s performance at Lloyds Banking Group
Evaluating the behavioural setting of Lloyds Banking Group nowadays is inseparable from the way employees get on with their jobs. By analysing different metrics, it can be easier to figure out how the working atmosphere affects the satisfaction of employees, their performance and well-being. Firstly, the ratings presented for the different areas of the workplace allow aspiring employers to gain helpful insights. The mean rating of 5 by respondents for the overall workplace environment signals an indifferent position, which calls for a fresh approach. This proves that it is not harmful to workers, but some areas must be improved to contribute to better employee experience and performance. The examination of the performance, workload, and job demands which seem to be the critical factors that lead to lower performance ratings, is equally important as well. This brings the point of stress management and, consequently, overwork prevention which is vital for the maximum performance of the working staff. However, as the opposite gets the highest scores, the steps that help in growth and development get higher ratings, demonstrating a positive effect. Thus, the focus for organizations is to create learning and development opportunities to align with the goal of a motivated and productive staff.
Besides having communication channels in the organisation, they are the most vital factors that shape employee satisfaction. The results demonstrate that quite many employees admit to being unsatisfied with the current communication channels. When the level of communication among the employees improves it can lift the transparency, collaboration, and alignment, in the end fostering a better work environment. The workplace environment is more than just giving a salary to employees for their work, it is about feeling valued and appreciated for their contributions Although a mean rating of 5 indicates a mild appreciation of the public, there is diversity in different people's experiences. Introducing recognition programs and creating a culture of appreciation can hugely increase the morale and performance levels among employees by attracting quality outcomes (Zhuang et al., 2024). Above all, positive workplace environments and employee satisfaction, as the correlation indicates, direct the significance of building a working environment that is comfortable and friendly. Initiatives like job shifts and diversification programs are also factors that increase the happiness of workers and boost performance.
A careful examination of the company's teamwork and collaborative culture, however, shows contrasting attitudes toward this issue that are expressed by employees. However, the mean rating of 5, which is an average, shows a mid-range of opinions and the spread of responses stating different experiences hints at the diversity of experiences. Improving leadership training modules and boosting team collaboration will eventually increase employees’ performance, as they will learn to work in unity with each other (Schulz et al., 2024). Additionally, it involves analysis of HR strategies to determine whether the work environments support employee development and career advancement which points out areas of need for improvement. Even though a substantial portion of the employees are saying that they are supported, there are some noteworthy proportions of workers who were found reporting insufficient support (Braun et al., 2006). Investing in the capacity building of employees, as well as career progress and training, can result in a learning and growth culture, which in turn can be an added advantage in matters of improved employee satisfaction and performance.
To analyse the factors influencing employee performance within the organisation
Considering the factors that impact employee performance at Lloyds Banking Group, it becomes clear that this area is quite complex, where different components of diversity, unity, and people skills, all come together to define a person's output and contentment. As surveys and feedback from the workers show the environment serves as the key determinant in the workplace. Those among the staff who see their work in a positive light, i.e., when they have an understanding, forgiving leadership, easy workloads, and opportunities for advancement, generally do their job better. However, workers can be affected by frustration that arises as a result of communication difficulties, a feeling that they are not appreciated or not supported enough this can hinder job performance. Both leadership and management functions are the ones that deserve recognition. Effective leadership contributes to a culture of faith and approachability, together with transparent communication and empowerment that let employees develop as individuals (Schulz et al., 2024). However, the opposite scenario may be realized when poor management takes place and, as a result, employees likely become disengaged, demotivated and, in the end, have lower performance levels.
Many things affect employee performance due to workload and job demands. While for some workers pressure is stimulating, there is a chance of overburdening with the lack of professional support and/or resources that brings about burnout and low productivity (Braun et al., 2006). Ensuring that the management of work turns out to be balanced for the sake of future development and performance and the development and performance of the organization is crucial. Work-life balance is corresponded by the initiatives of work-life balance. Teams where members learn to ask for help and find ways to deal with personal and work-life issues are most likely to be more productive and committed. Adaptable timetables, wellness campaigns, and regulations, which emphasize work-life balance, assist in the employee's performance. Enhancement of life and living quality are undisputed. Employees who can see a bright and prosperous future ahead and are provided education and development chances tend to be more motivated and dedicated to their roles (Zhuang et al., 2024). Development of employees is more than just improving individual contribution but also a process of learning and empowerment. The means of communication between the organization are also key to it. Effective communication is a critical factor for building cooperation, being clear, and reaching agreements for the achievement of the common targets. Very differently, there are negative ramifications of ineffective communication on the other hand: confusion, conflict, and low productivity.
To recommend strategies to create an environment that will enhance employee performance.
As for improving the staff performance of Lloyds Banking Group, the first step to take is certainly applying systemic changes that would contribute to the creation of a motivating and encouraging atmosphere towards personnel. Spearheading the initiative, organisations should aim to establish relevant leadership development programs to nourish top-notch management tactics to achieve this objective. Offering leaders the set of tools to communicate transparently give constructive critique and motivate their team members creates a culture based on trust and collaboration which further leads to higher engagement and increased productivity (Braun et al., 2006). In the second place, proper reallocation of resources and use of effective job and skill demand management strategies should be used. With proper support, tools, and resources the employees have the means to manage workload efficiently. It will lead to less stress and burnout but will still be effective as it will improve productivity. Moreover, considering work-life balance initiatives like providing a flexible work arrangement and a wellness programme can serve as a great employee-centred gesture that prioritizes their well-being, supporting them both mentally and physically as well as improving their overall productivity. On the other hand, building career development pathways that have transparent paths for personal and professional growth using comprehensive training programs, mentorship opportunities, and career advancement pathways helps the employees see their work struggle as part of their overall personal growth which keeps them motivated and highly productive. Also, implementing frequent, open, effective, and consistent communication channels which create a platform for communication, collaboration, and alignment of employees to the organization's goals and vision is among the imperatives (Braun et al., 2006). Through such measures, the bank can achieve a staff environment that is conducive to their emotional, mental, and professional well-being, positively impacting their careers and job performance, and creating an environment of excellence that makes it possible for the bank to compete.


[bookmark: _Toc165330797]Chapter- 5: Recommendations and Conclusion
[bookmark: _Toc165330798]Introduction 
This chapter offers actionable recommendations based on the findings presented in Chapter 4, concluding the research with key insights for Lloyds Banking Group. It explores how the workplace environment influences employee performance and satisfaction, aiming to provide practical strategies for improvement. The goal is to empower Lloyds Banking Group with insights to cultivate a thriving workplace conducive to employee well-being and organizational success.
[bookmark: _Toc165330799]Conclusions on the Research Problem
The investigation into the research problem illuminates the intricate interplay between the workplace environment and employee performance at Lloyds Banking Group. Through meticulous analysis of various metrics, it is discerned that the workplace atmosphere profoundly influences employee satisfaction, productivity, and overall well-being. While certain facets of the workplace demonstrate strengths, such as opportunities for growth and development, notable deficiencies persist in communication channels and workload management.
In summary, the research underscores the imperative of addressing these challenges to cultivate a more conducive work environment. By prioritizing enhancements in communication channels, implementing effective workload management strategies, and fostering a culture of continuous growth and development, Lloyds Banking Group can pave the path toward heightened employee performance and satisfaction. Such strategic initiatives not only position the organization to attract and retain top talent but also empower employees to realize their fullest potential, thereby fostering long-term organizational success.
[bookmark: _Toc165330800]Limitations of the Research
Despite the valuable insights gained from this study, several limitations should be acknowledged:
· Sample Size and Scope: The research was conducted within a specific context—Lloyds Banking Group—and the sample size may limit the generalizability of the findings to other organizations or industries. Future studies could benefit from larger and more diverse samples to enhance external validity.
· Data Collection Method: The reliance on quantitative surveys as the primary method of data collection may have restricted the depth of understanding regarding employee perceptions and experiences. Incorporating qualitative approaches, such as interviews or focus groups, could provide richer insights into the nuances of workplace dynamics.
· Cross-Sectional Design: This study utilized a cross-sectional design, capturing data at a single point in time. Longitudinal research designs could offer a more comprehensive understanding of how workplace environment factors evolve over time and their impact on employee performance.
· Self-Report Bias: The data collected relied on self-reported measures, which may be subject to biases such as social desirability or recall bias. Future research could employ objective measures or triangulate data from multiple sources to mitigate potential biases.
· External Factors: External factors beyond the scope of this study, such as macroeconomic conditions or industry trends, may influence employee performance. While efforts were made to control for confounding variables, these external factors could still impact the results.
· Resource and Time Constraints: Practical constraints, including limited time and resources, may have constrained the depth and breadth of the research. Time constraints may have limited the ability to conduct more extensive data collection or longitudinal analysis.
Acknowledging these limitations is essential for interpreting the findings accurately and guiding future research endeavours to address these gaps in knowledge.Top of Form
[bookmark: _Toc165330801]Recommendation
· Enhance Communication Channels: Considering the immense role that communication plays in perceptions of the workplace environment, communication channels should be closely scrutinized and improved upon. Full-fledged feedback mechanisms must be established through employee surveys, suggestion boxes, and open-door policies among others which will stand as avenues for employees to express their thoughts and concerns. The other critical factor for establishing trust within the organization is transparency in leadership communication. This assists with clearing up any disarray or equivocalness that might emerge regarding the association's choices and guidelines (Kiu et al., 2024). 
· Address Responsibility and Occupation Requests: As the work environment keeps on assuming a critical part in representative execution, associations should consider responsibility and occupation requests as significant factors and embrace a proactive way to deal with and address these issues. This might incorporate completing responsibility evaluations to decide how to equitably circulate business-related errands, including position adjusting, task prioritization, and asset distribution, to moderate weighty work requests (Kiu et al., 2024).
[bookmark: _Toc165330802]Conclusion
This research concludes that through incorporating continuous feedback and embracing open conversations, the management of Lloyds Banking Group can build a workplace environment where staff members are recognized, listened to, and actively involved in the workplace. Among the range of features, fostering group work is one of the key aspects to boosting innovation, productivity, and staff satisfaction in a workplace. Through supporting projects that bring cross-functional teams together, allowing for knowledge-sharing and team-building activities, we can get rid of the silos of organization and culture of collaboration across the organization. Sustaining a healthy work environment demands measures to prevent burnout, improve wellbeing and increase productivity of the employees and this can be achieved by addressing workload and job demands. Lloyds Banking Group could concentrate on the workload assessments and various approaches to reduce excessive workloads, such as balanced workload and priority setting.
[bookmark: _Toc165330803]Summary
This chapter provides actionable recommendations derived from the findings in Chapter 4, aimed at enhancing employee performance and satisfaction at Lloyds Banking Group. It concludes the research by summarizing key insights and implications for the organization. The chapter underscores the importance of understanding how the workplace environment influences employee outcomes and offers strategies to create a conducive work environment. Through these recommendations, Lloyds Banking Group can foster a culture of engagement, well-being, and productivity, contributing to organizational success.
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the investigator or a gatekeeper?
8 | People engaged in illegal activities? O |[m
Others. Please indicate the participants below, and specifically any group who may
9 | be unable to give conseat
Details of any other participant groups -

this box should

and as you type)
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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?
11 | Who will e participants be? | Eraployees of Loyds Bark
1o | How will you identity the | Adults
participants?
Tnformation for participants:
YES |No |NA
15 | Wl you"describe the main research procedures (0 participants in | - s
advance, so that they are informed about what to expect?
14| Will you tell participants that their participation is voluntary? = o [o
15 | Will you obtain written consent for participation? 5] O [m
16 | Willou explain o patiipants thatrefusal to paticipate i the research | _ - o
will not affect their treatment o education (if relevant)?
1y | the esearch s observational, will you ask partcipants for their | _ - =
consent to being observed?
1o | Wl vou tell paricipants that they may withdraw from the research at | _ - o
‘any time and for any reason?
Lo | Witk questionaires, will you give participants the option of omiting | _ - o

questions they do not want to answer?
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Will you tell participants that their data will be treated with full

2 -4 o |o
confidentiality and that, if published, it will not be identifiable as theirs?

1 | Willyou debrief participants at the end of their participation i a way | _ - o
‘appropriate to the type of research undertaken?

22 | TENO to any of above questions, please give an explanation
Tnformation for participants:

YES |No |NA

24 | Will participants be paid? =] = [oO

25 | Is specialist electrical or other equipment to be used with participants? | 01 = [oO
‘Are there any financial or other interests to the investigator o University.

2 = = |oO
arising from this study?

| Will e research acivity nvolve deiberately misleading participants in | 2 |o
‘any way, or the partial or full concealment of the specific study aims?

28 | TEYES to any question, please provide full details

SECTION H: Anticipated Risks
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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, o external

research collaborator) you may append that to this form.

Yes |3
Full risk assessment completed and appended?

Yo |®

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: How you will mitigate the risk to participants.

Tf 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.. criminal activity), give details
ofthe 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
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Risks to the investigator

For example: personal health & safety. physical harm, emotional distress, risk of accusation of

‘harmyimpropriety, conflict of interest

Risk to the investigator

‘How youwill mitigate the risk to the investigator:

University/institutional risks

For example: adverse publicity, financial loss, data protection

Risk to the University-

How you will mitigate the 7isk to the University.

Environmental

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

Risk to the environment

‘How you will mitigate the risk to enviromment.
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Disclosure and Barring Service

Tf the research activity involves children or vulnerable adults, a Disclosure
YES [NO [NA
‘and Barring Service (DBS) certificate must be obtained before any contact

with such participants;

7 | Does your research require you to hold a current DBS Certificate? o (o0 (=

T 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

T [Feedback

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

Participants will receive a comprehensive de-briefing at the conclusion of the study. This will include
2 summary of the study's objectives, procedures, and findings. Additionally, participants will have the
opportunity to provide feedback on their experience during the study. De-briefing sessions will be
conducted either in person or virtually, depending on participant availability and preferences. These

sessions will be scheduled within a reasonable timeframe after data collection concludes.

2| Tnformed 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
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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.

Potential participants will be provided with detailed information about the research study before being
asked to provide consent. This information will be presented in written form, such as 2 participant
information sheet, outlining the purpose of the study, what participation entails, potential risks and
benefits, confidentiality measures, and their rights as participants. Consent will be obtained from
participants before data collection begins, either through 2 signed consent form or an electronic
consent process. This approach ensures compliance with prevailing data protection legislation, such
2s GDPR.

3 | Confident

ity / 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

‘Confidentiality and anonymity of participants will be strictly maintained throughout the research
process. Participant identifiers will be removed or anonymized from all data collected during the study.
Only authorized researchers will have access to the raw data, and any personal information collected

will be kept securely and confidentially. In cas

where anonymity is not feasible, such as when
‘conducting interviews or focus groups, participants will be assured that their responses will be kept
confidential and only aggregated data will be reported. The reasons for not offering full anonymity

will be clearly communicated to participants in advance.

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
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“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 aname, an identification mumber, location data, an online identifier o to one | B
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 1o be personal data

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

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” ~

(@ racial or ethnic origin,

(v) political opinions,

(¢) religious belicfs or other beligfs of a similar nature,

(&) membership of a trade union (within the meaning of the Trade Union and | B3
Labour Relations (Consolidation) Act 1992),
(&) physical o mental health or condition,
(0 sexual Iife,

(®) genetics,

() biometric data (as used for ID purposes),

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

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

5| Manual files (ie. in paper form)? =] =

6 | University computers? = 5]

7 | Private company computers? 5] =

§ | Home or other personal computers? 5] =

9| Laptop computers/ CDs/ Portable disk-drives/ memory sticks? 5] =

10 | “Cloud" storage or websites? 5] =

11 | O specify - =
For all stored data, explain the measures in place to ensure the security of the data collected, data

12 | confidentiality, including details of backup procedures, password protection, encryption,
‘anonymisation and pseudonymisation
Data Protection
‘Wil the research activity involve any of the following activities YES | NO

13 | Electronic transfer of data in any form? =] =

Lo | Shaing of data with others atthe University outsid ofthe immediate esearch | =
team?

15 | Sharing of data with other organisations? 5] =

16 | Export of data outside the UK or importing of data from outside the UK? 5] =

17 | Use of personal addresses, postcodes, faxes, emails, or telephone numbers? 5] =

18 | Publication of data that might allow identification of individuals? 5] =

19 | Use of data management system? 5] =
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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 intemational equivalents, where
‘appropriate)

2

Listall who will have access to the data generated by the research activity

University of Wales Trinity Saint David

23

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

University of Wales Trinity Saint David

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 50 how and if not

why

Please indicate if your data will be stored in the UWTSD Research Data Repository (see
https:/iresearchdata wwtsd.ac uk ). If so, please explain. (Most relevant to academic staf})

Yes
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56 | Confiom tat you have read the UWTSD guidance on data management (see [ - ™ |
hitps://www.uwisd.ac.uk/libraryiresearch-data-management)

| Confiom thatyou are aware thatyou need o keep alldata untl ater your research [ - ™ |
has completed or the end of your funding

SECTION K: Declaration

‘The information which T 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 T hereby confirm that T 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://wuww.uwtsd.ac ukresearch/research-ethics/

Date:

5 040424

1 | signature of applicar

For STUDENT Submissions:

Director of Date:

Studies/Supervisor

3 | Signature

For STAFF Submissions:
, | Acdemic  Director Date:
Assistant Dean:

5 | Signature
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Checklist: Please complete the checklist below to ensure that you have completed the form

according to the guidelines and attached any required documentation:

B [ T have read the guidance notes supplied before completing the form.

B | Thave completed ALL RELEVANT sections of the form in full

B | T confirm that the research activity has received approval in principle

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

| Thave attached a fllisk assessment (where appropriate) ONLY TICK IF YOU HAVE ATTACHED
A FULL RISK ASSESSMENT

| understand that it is my responsibiliy o ensure that the above-named research activiy will meet
the University’s Research Ethics and Integrity Code of Practice
Tunderstand that before commencing data collection all documents aimed at respondents (inchuding

B | information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by

the DoS/Supervisor, module tutor or Academic Director.
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