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Abstract
The study delivers a key focus on the development of business and the changes in an organisation in the care sector of the UK. The role of human resources in the process of recruitment is essential to boost the workforce with the potential of talent and to provide a better form of service. The changes in the organisation can affect the recruitment process and can raise different irregular activities that can hamper staff hiring. The background of the sector and the areas of focus has been discussed. The theme-based analysis has been done in the research objectives from the information of the past research sources. It has developed the ideas and set the way towards the proceedings of the research. The literature analysis of the theme has been done with the help of social exchange theory and the job characteristic mode to get a relevant idea of the role of HRM. The study also analysed quantitative and qualitative information by using survey questionnaires, interview and thematic analysis. A literature gap was showcased. Positivism helped to study the collected responses objectively, and the theme-based findings were explored to understand how an organisation HR performs its recruitment services. 
Ethics were followed to ensure that both the primary participants and the authors of journals for the secondary research were respected. As per the quantitative research, it is recognised that HR professionals of organisation focus on managing an effective workforce to improve the recruitment process and address social transitions like the gender pay gap. However, the HR department needs to focus on improving its strategic planning and decision-making process for making successful organisational changes. Qualitative research implied that the competitor of an organisation such as Potens is more effective in using advanced technologies which makes the entire process challenging to implement changes successfully. Hence, the HR department of organisation must focus on investing in technological usages and improve the organisational change management system more efficiently to overcome all the challenging aspects in the future. The recommendations based on the conclusion suggested that an organisation should use the Nudge Theory and Lewin's Change Management Model to gradually and effectively train its care-workers when organisational transformations are made. The reflection revealed that time-management tactics must be enhanced, and interviews could be used for the future scope.
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[bookmark: _Toc167208195]Chapter 1. Introduction
[bookmark: _Toc167208196]1.1 Introduction to the problem
The dynamic landscape of the care sector reflects the important role of human resources as it manages organisational change. Organisation within the sectors have been changing to cater to regulatory requirements, adaptations to technological advancement, and responding swiftly to the changing needs of the service users. However, the implementation of these changes poses unprecedented challenges. Based on the Chartered Institute of Personnel and Development, the efficacy of HR practices is important to manage change in the care sector (King et al., 2021). This is attributed to factors such as higher turnover rates and a diverse workforce. The National Health Service focuses on the significance of HR to facilitate change through the promotion of continuous professional development and ensure that these tab stops are well acquainted with handling new practices and technologies. The HR department plays an important role in facilitating change through inspiration, empowerment, and motivation of the employees to embrace new initiatives. For instance, effective communication strategies are important, ensuring the employees are well-informed about the changes. It helps them analyse their roles with the transition. Training and development programs are important as they provide staff with the necessary proficiencies to adapt to new technologies. Moreover, the health workforce across the world is estimated to be approximately 65 million (ONS, 2021). It reflects growth since the introduction of the “Global Strategy on Human Resources for Health: Workforce 2030.” Furthermore, investing in the health workforce has a substantial impact on economic growth, innovation, social protection, and achieving Sustainable Development Goals (SDGs).
[bookmark: _Toc167208197]1.2 Background of the organisation
In care sector a charitable firm is supporting individuals with learning disabilities, autism, brain injuries, and complex health challenges across England and Wales since 1986. It is a nonprofit organisation that provides personalised support for individuals. The organisation has been operating numerous services across the UK, such as supported living outreach programs and residential care. The mission of the organisation is to enable individuals with difficulties to live fulfilling lives and promote independence (Walsingham Support, 2024). However, it faces certain challenges such as increasing the turnover rate of these staff, compliance with the regulatory pressure, and the need for ongoing professional development. Hence, the role of a healthcare service is important to ensure training, motivation, and support to the staff delivering high-quality care. Effective HR practices are important to cater to issues like recruitment, employee engagement, and retention for the smooth functioning of the care services. 
[bookmark: _Toc167208198]1.3 Need for Study
The need for the study is underpinned by certain critical factors and challenges faced by the care sector within the UK. The high staff turnover, compliance with regulations, and increasing demand for professional development are significant challenges. Based on the Office for National Statistics, the turnover rate in adult social care was 29.5% in 2021. This translated to approximately 430, 000 workers leaving their employment each year. The high turnover affects the continuity of service (ONS, 2021). This, in turn, increases the recruitment and training costs associated with regulatory compliance. The Care Quality Commission has made it compulsory for care providers to adhere to rigorous standards that require continuous innovation and compliance efforts. A report in 2020 by the CQC reflected that 80% of care homes were able to cater to the requirements of safety standards (ONS, 2021). This highlights the need for ongoing improvements and adjustment of the regulatory environment. This requires change management strategies, ensuring compliance with high-quality care. Moreover, technological advancement requires change within the care sector. Introducing digital health records, assistive technologies, and telehealth services requires the workforce to develop certain skills and adapt to different ways of working. Based on 2020, the NHS report reflected a pressing need for digital literacy among care workers to enhance service delivery and efficiency. This organisation is one of the leading organisations in the care sector of the UK that has observed such challenges. The mission of the company is to provide personalised care for service users with disabilities (Naqshbandi et al., 2023). However, the company must continuously change to cater to the needs of service users and comply with the regulatory standards. The ability of the organisation to manage change is important to maintain high-quality services and staff retention. This study will help to address a gap in the literature by prioritising the role of HR in managing organisational change. It will help implement targeted investigation and strategies to overcome the challenges. Exploring the HR practices of the organisation will provide actionable insights that can assist Care organisations in improving their change management strategy (Senek et al., 2020).
[bookmark: _Toc167208199]1.4 Aims and Objectives
Aim: The major aim of the dissertation is to study the human resource’s role in organisational change within the health and social care sector. The study will explore the HR department's role in influencing employees to resort to changes through inspiration, empowerment, and motivational factors. It will explore the use of communication strategies, ensuring employees are informed about the changes. The dissertation will highlight the need for the provision of support through training and development programs and using incentives and rewards to motivate and encourage employees to embrace change.
Objectives: The consolidated research objectives:
· To evaluate the current position of the organisation within the care sector through analysis of its strengths, weaknesses, opportunities, and threats.
· To carry out a literature review synthesis examining the role of human resource management and recruitment prioritising the past and current studies.
· To evaluate different methods, developing a practical methodology to examine the organisation and its human resource function.
· To recommend strategies for improving recruitment activities and human resources functions in the care sector for organisation.
[bookmark: _Toc167208200]1.5 Structure
The dissertation will provide a comprehensive analysis of HR's role in organisational change within our organisation. The structure includes Chapter 1 as the Introduction, which will provide an overview of the background, research problem, and the need for study, highlighting the aims and objectives. Chapter 2 is the Literature Review that will help examine the existing study on HR management and change management. Chapter 3 Methodology will outline the methods that will help in analysing and gathering data, including a reason behind the chosen methodology. Chapter 4 Findings and Analysis will present the findings to integrate data from the organisation. Chapter 5 is the Discussion chapter interpreting the findings in the context of the research objectives. Chapter 6 is the Conclusion and Recommendations which will summarise the key findings and provide practical recommendations for managers within the care sector. 








[bookmark: _Toc169877246]Chapter 2: Literature Review 
[bookmark: _Toc169877247]2.1 Introduction
The following study is a Literature Review which aims to discuss and evaluate the role played by HR departments in organisational changes. As per Kraus et al. (2022), a literature review is the study of existing topical information. The available literature will be reviewed on the basis of a conceptual framework based on the independent and dependent variables of the research. The Social Exchange Theory and Model of Job Characteristics would help explain the current situation of the healthcare sector, the role of HR, and strategies for the amelioration of the HR management process. The gap in the review is going to be identified as well.
[bookmark: _Toc169877248]2.2 Conceptual Framework 
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Figure 2.1: Conceptual Framework
(Source: Self-developed)
[bookmark: _Toc169877249]2.3 Definition of variables
Independent variables are defined as the variables that stand alone and are generally not changed by any other variables the researcher is trying to measure. On the contrary, dependent variables are defined as the variables that are significantly influenced or affected by the changes of independent variables (Andersson et al., 2020). In this current context, the Role of the HRM department is the independent variable; on the other hand, organisational performance and organisational change management are the key dependent variables of the entire study. Based on that, the researcher focused on analysing the relationship between both variables and making effective decisions at the end of the study. 
[bookmark: _Toc169877250]2.4 Overview of the current situation in the care sector
The sector of care is one of the important branches that provide the support of physical and mental health to a large number of individuals. As per Wood and Skeggs (2020), the organisation in the UK for the sector has gratitude to the patient individuals and offers a proper form of care justice. It has benefited the growth and development of the industry and offers care services to a wide number of individuals. There are different numbers of public organisations, private organisations and SMEs present to offer quality service to patients. The working individuals in the care sector deliver a high-quality contribution to the services of the care sector. The motives and the intentions of the workers are important to develop the aesthetics of high-quality care. The situation of the sector has fallen down during the time of the pandemic and for the effect of Brexit. As per Turnpenny and Hussein (2022), there are a large number of workers in the UK care sector who come by immigration. The industry has been able to regain strength to a certain extent in the current situation from the suffering of the tough times. The number of patients and the demand for caring treatment has been in recent times. It causes the situation of the labour shortage as there is a requirement for skilled individuals to provide the proper treatment. As per Lamont et al. (2024), the World Health Organisation (WHO) the shortage of staff in the care sector can be increased to a count of 10 million by the end of the year 2030. It can be said that the department of Human Resources of the organisation needs to develop the recruitment process to get more skilled staff in the industry. 
The impact of technology has changed the processes and functions of different operations in industries. The demands for technological growth and service experiences are common preferences of the patients. The main challenge for different organisations in the career sector is the need for resources for more technological innovation. As per Milstein and Schreyögg (2024), there has been a lack of proper integration among the workers and that causes issues with the proper range of diagnosis. Organisations need to take the measures and the proper strategic planning that can develop the way of revenue generation and more financial gain.  As per Driessen et al. (2024), there are different kinds of uncertainties that have arrived in the care sector that affect the operations of the care sector. There is a need for an advanced way of treatment to increase the efficiency and the satisfaction of the patients. In the current market scenario, the level of trust in the care sector. The amount of trustability has increased the number of patients and the demands of advanced care services. As per Gordon et al. (2020), the supply of the equipment and the resources for modern technology has been a major issue that is faced by organisations to deliver care. It can be said that industrial improvement of the care sector can be upscaled from the current situation with the recruitment of more skilled staff and technological innovation for better service experiences. 
[bookmark: _Toc169877251]2.5 Relevant theory and framework 
The development of any sector depends on the resources and the right amount of planning behind it. The role and functions of the human resource management team are crucial to execute the plan for the organisational growth and to improve a better view of the services. The concept and the role of the HRM can be derived from different theoretical concepts that can help to smooth operations in the care sector. The function of the social exchange theory is valuable to increase the knowledge and ideas for a better recruitment process and motivate the employees. As per Mohammad et al. (2021), the elements of the social exchange theory support the role of human resource management in improving the performance of the organisation. The core concept helps to deliver the ideas for motivating the employees to fulfil their needs. The arena of social and psychological relationships is needed to develop the build of community support. It can help the employees in the care organisations to know and understand the requirements of the patients and to offer a better range of treatment. As per Saher et al. (2021), the social management theory provides ideas to manage stress and develop the knowledge of emotional intelligence. The working load of the care sector is high due to the service demand. The workers at different times get frustrated. The management of stress by the human resource team will be helpful to release the amount of stress for the workers and to work perfectly. 
The need for skilled staff is one of the most important needs in the service industry. The theoretical concepts of the job characteristics model deliver the knowledge to enhance the job role of the employee and to provide them with a greater range of satisfaction. As per Peiró et al.  (2020), the job characteristics model helps to deliver the platform of creative performance by the employees. The patients in the care sector come with different problems in terms of mental and physical health. The involvement of the creative performance will ensure a better form of treatment for the patients and offer a better service. The division of the work into different segments increased the efficiency of the services. The job characteristics model helps to develop the division of tasks for the HRM team, and it will be valuable for the growth. As per Wang et al. (2020), the development and the upgradation of the skills are necessary to upgrade the skill performance of the employees. The working simulation of the employees and the staff in the care sector has faced a tough situation during the time of the pandemic to manage a high demand for the services. The arena of skills development will improve the motions and the working procedure to enhance individual skills and deliver a quick form of services in a shorter amount of time. 
[bookmark: _Toc169877252]2.6 Role of human resource management for the recruitment process in the care sector 
HRM in the care industry plays a vital role in maintaining the recruitment process by hiring the right candidate for the right job allocation process. As per the statement by Sharma (2023), HR professionals are responsible for designing an effective and appropriate recruitment plan for an organisation in the industry. A recruitment plan is one of the most important aspects that helps to provide detailed job descriptions to candidates, consider the sourcing process, improve employee retention, minimise recruitment costs and more. Yadav et al. (2020), argued that once HR professionals in the care industry have poor knowledge of the recruitment process it will negatively affect the overall quality of care service and create issues in leveraging organisational brand image. Therefore, HR professionals of a healthcare organisation must focus on improving the entire interviewing process and select the right candidate by recognising their skills and competencies. 
The necessity of skills is needed from the side of the staff in the process of recruitment. As per Abraham et al. (2021), the requirement of soft skills is one of the primary needs for the job in the department of healthcare. It will enable the process to understand the diseases and the needs of the treatment in a better way.  The role of the HRM is to ensure the presence of soft skills among the candidates during the time of the recruitment. The necessity of workforce is needed to ensure the perfect teamwork for the employees and to provide a better range of services. As per Anderson et al. (2021), the criteria of sustainable measures can be taken to achieve a better range of sustainability in healthcare with a driven workforce. The knowledge of the social exchange theory has been useful in this aspect. The development of the workforce needs the power of the community, and it can be developed with the help of the theory.  
The role of the HRM is vital in this scenario to check and ensure the staff have the potential to be a part of the inquisitive workforce. In the department of healthcare, there is a need for talent management procedures to execute the HRM process better.  As per Almohtaseb et al. (2020), the effectiveness of talent management by the HR department will help to drive the performance of the organisation. The situation of the overload and the pressure can be managed by the talented skill of the employee and better group work. The functions and the process of the operations have been changed in the care sector. The influence of technology has been introduced in the industry and it helps in the development of new equipment.  As per Sheikh et al. (2021), the necessity of digital skills in the healthcare sector has been increased to operate different equipment. The role of the HRM is to hire employees who have the knowledge of digital skills and the skills of operations of modern equipment. It can be said that the process and the eligibility of recruitment have been changed in the care sector with the advancement of technology. 
[bookmark: _Toc169877253]2.7 Strategies to improve the recruitment process of Human Resources in the Care Sector
The HRM department of an organisation in the care industry is significantly responsible for recruiting as well as retaining qualified healthcare professionals. In this case, talent acquisition is the most effective and strategic approach to improve the recruitment and employee retention process. According to the words of Maeda and Socha-Dietrich (2021), HR professionals in the care sector must ensure that all the candidates in the healthcare organisation have a skilled and dedicated workforce in terms of providing quality patient care. Based on that, they need to recognise the right talent for the specific job roles in the care services and maintain their branding process effectively. Monteiro et al. (2020), stated that creating employer branding content is one of the strategic approaches to recruiting candidates in the care sector. Once the HR department of a healthcare organisation focuses on hosting recruitment events, utilising niche job boards, rewarding employees for supporting the recruitment process and more, these will be the most effective approaches to improve the recruitment process. Dhanpat et al. (2020), argued that industry HR professionals also need to create appropriate training programs as well as reinforce and track the employee training process effectively. Based on that, the HR professionals will analyse the progress of each employee and identify the key areas where they need to improve for a better recruitment and employee retention process. 
Building as well as sustaining an effective and positive work culture is a strategic movement to attract job candidates and maintain the recruitment process more effectively. As per the argument of Dominick et al. (2021), culture fit effectively matches organisational values, work style and priorities with the characteristics of job candidates. For instance, once a newly hired employee has a positive and collaborative work style on the contrary, the organisational culture is competitive and cutthroat it will not affect the overall recruitment process majorly. Hence, maintaining an effective work culture contributes a lot to retaining employees and enhancing organisational human capital strength to achieve high success within a conscious period. Allal-Chérif et al. (2021), opined that implementing the college recruiting process is a further strategic approach to recruiting the right candidate for different operations in an organisation in the care sector. The recruiting process with the college campus process can help HR professionals discover emerging professionals in the specific industry. The entire strategic process also helps to find the upcoming talent for the organisation which may influence overall care services in the upcoming situation. Consequently, the organisation will become successful in maintaining continuous growth by adopting all the contemporary changes. After all of these, offering flexible work options and maintaining internal promotion will influence the overall recruitment process in the care sector. As stated by Krishna and Garg (2022), developing talent on staff is a crucial part of filling short-term openings that dedicate the overall workforce more effectively. After all of these, once employees get a flexible work option, they will like to continue their job in the organisations in the long run which is great to reduce employee turnover rate over periods. 
[bookmark: _Toc169877254]2.8 Literature gap
Identifying the literature gap is a vital component of a research study. According to Mengist et al. (2020), it is the lack of sufficient data covered in the body of a literature review study. In this case, a broad set of data failed to be covered. The collection of data from different sources has been done to get ideas for the role of HRM in the care sector. The process has been done in a very limited amount of time. There are a variety of aspects of HRM that have not been covered in the theme-based analysis. 
[bookmark: _Toc169877255]2.9 Conclusion
To infer, the independent variable is the role of HRM and the dependent ones are change management and organisational performance. Technological advancements have gradually begun to transform the healthcare organisations and charities of the UK. The Social Exchange Theory as well as the Job Characteristics Model explains how HR can alleviate institutional behaviour. The lack of the department’s awareness of the hiring procedure is harmful to the care services. One of the strategies which can enhance its procedures of recruitment is the method of branding the job advertisements. The gap in the literature above has been identified, too.
[bookmark: _heading=h.9ms72v75myqk]

[bookmark: _Toc169877256]Chapter 3: Research Methodology
[bookmark: _Toc169877257]3.1 Research Onion
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Figure 3.1: Saunders’ Research Onion
(Source: Saunders et al., 2007)
Saunders' Research Onion is a systematic guide for researchers, comprising six stages. These are Philosophy, Approach, Choice, Strategy, Time Horizon, and Procedures (Saunders et al., 2007). In this context, Positivism, Deduction, the Simple Mixed Method, a Survey, a Longitudinal Time Horizon, and both the Qualitative as well as even the Quantitative data collection and analysis methods have been utilised. Additionally, the Exploratory design has been of help.
[bookmark: _Toc169877258]3.2 Research Philosophy
A research philosophy is the framework enabling researchers to recognise how the study must be performed based on the nature of the information that is being gathered. Of the different types, Positivism refers to the standpoint that knowledge is objective, neutral, and quantitative (Alharahsheh and Pius, 2020). Its benefit is that it relies on reason and measures findings without bias. Hence, it has helped collect numerical information to realise how the role of Human Resources Management (HRM) influences corporate transformation in the organisation. Unfortunately, its disadvantage is that it fails to consider the distinct nuances in different participants’ opinions.
[bookmark: _Toc169877259]3.3 Research Approach
Research approaches indicate the way data is collected and interpreted. The deductive style is one type which implies how answers for topical research questions are deduced, after an objective or a hypothesis is generalised (Hall et al., 2023). The advantage relates to its top-down approach, as an objective needed to be accomplished or a hypothesis required to be proven or disproven can then be responded to through the observation of phenomena or data. It was used for this research to gather mixed methods of data for answering whether the HR department positively or unfavourably affects the organisational changes.
[bookmark: _Toc169877260]3.4 Research Design
Research design is known to be the techniques selected by researchers to understand and display how events occur and are evaluated. The exploratory design deals with conceptual topics which have not been studied in-depth (Olawale et al., 2023). The upside is that the method assists in exploring relevant yet less-understood subject matters for the first time, developing new bases for further studies. Henceforth, it helped in defining the poorly investigated challenge of the provision of high-quality care to differently abled individuals in the organisation with clarity. The limitation involves the fact that without the prior secondary research, it may be difficult to find and expensive to conduct.
[bookmark: _Toc169877261]3.5 Data Collection
Data collection is the process of gathering information to answer research questions. Primary research is described as the technique of collecting data firsthand from human partakers (Mazhar et al., 2021). Secondary studies involve collecting second-hand information from texts written by others. The subcategory of quantitative information is indicative of the method of gathering numerical data. Qualitative research is a term used in reference to non-numerical data on patterns of behaviour. Primary quantitative and secondary qualitative studies were performed. The positive aspect of this is that a broad area of information was covered based on any prior papers regarding HR's role in organisational changes and the current viewpoints of participants. The drawback is that mixed method data takes too long to collect and evaluate, in addition to being costly.
[bookmark: _Toc169877262]3.6 Data Analysis
‘Data analysis’ is the procedure of evaluating and interpreting gathered information. Microsoft (MS) Excel helps analyse primary quantitative data (Peck et al., 2020). For this study, the answers supplied by the participants through the Google Form survey questionnaire were pictorially represented based on the commonalities among their one-word responses. The advantageous element is that this format explains, through bar graphs and pie charts, the number of persons who answered the multiple-choice questions (MCQs) using certain options. Its disadvantage is that it does not showcase the logic behind their answers. Thematic analysis is the other part of this mixed method which aided in the critical evaluation of the secondary qualitative information. That involves dividing objectives and research questions into coded themes that can be responded to by classifying collected sets of journals or articles on the foundation of how many of them contain data on each theme, which is shown in a tabular form below. The benefit is that it explains scholarly researchers’ informed opinions regarding the part played by HR on organisational changes. The disadvantage relays the fact that it could not provide very specific pieces of data on the organisation.
[bookmark: _Toc169877263]3.7 Sample Size
The word ‘samples’ is inclusive of participants in research studies. Sample size is supposed to infer the number of partakers (Campbell et al., 2020). Sampling means using specified approaches to gather samples. Simple random sampling (SRS) is a probability method through which a subset from the midst of a population is chosen. Its merits is that the process is unbiased since all members are equally likely to be chosen. Twenty partakers were selected from the pool of customers or their families who use the services of the voluntary sector in the nation of the United Kingdom (UK) for the survey made up of ten questions, as that is the industry to which the organisation belongs. The demerit of the process is that such a large population was difficult to get a hold of.
Inclusion Criteria	Exclusion Criteria
Primary quantitative survey	Secondary qualitative thematic analysis	Six journal articles published in the year 2020 or later	MS Excel	Information particularly based on the UK	Charitable health and social care sector, whose HR policies will be compared with those of Walsingham Support to analyse its strengths and weaknesses	Primary qualitative interviews	Irrelevant, inauthentic, and unreliable sources of data	Data regarding other nations	Other business industries	Different functions, strategies, or operations other than those of HR

Table 3.2: Sampling Technique
(Source: Self-Developed)
[bookmark: _Toc169877264]3.8 Timeline
	Actions
	Start-Date
	Duration
	End-Date

	Searching topic
	1/4/2024
	7
	8/4/2024

	Confirming aim, research questions, objectives
	8/4/2024
	14
	22/4/2024

	Literature Review
	22/4/2024
	28
	20/5/2024

	Selecting appropriate research methods
	20/5/2024
	21
	10/6/2024

	Gathering and evaluating data
	10/6/2024
	29
	9/7/2024

	Conclusion
	9/7/2024
	14
	23/7/2024


Table 3.8: Timeline
(Source: Self-Developed)
[bookmark: _Toc169877265]3.9 Ethical Considerations
Ethical considerations include principles, morals, beliefs, norms, regulations, and rules, which, when followed by researchers, reduce harm and increase benefits for everyone involved, or even the audience. The Data Protection Act of the UK 2018 mentions that no institution or research scientist can utilise partakers’ personal data for negative purposes (Legislation.gov.uk, 2024). Alongside its usage, anonymity regarding their private information was maintained after their informed consent was gathered, and the same would be done if the paper is published. They were not forced to participate, or answer one or more questions if they did not wish to. If they wanted any of their replies excluded, that was respected. They were spoken to transparently and politely in order to refrain from hurting them, and no discrimination happened. Taking their permission involved explaining to them that data was saved in a strong password-protected USB drive till the completion of the study, after which the transcripts would be destroyed through its entire deletion. It would not be revealed to anyone except for the supervisor. They were thanked for their participation. Gratitude is shown through acknowledgements and accurate referential in-text citations to the authors whose works contributed to the Literature Review and Thematic Analysis. Their studies were not plagiarised, which would be academic misconduct.
[bookmark: _heading=h.8z4d1zslbf64]

[bookmark: _Toc169877266]Chapter 4: Discussion of Results and Analysis of Data 
[bookmark: _Toc169877267]4.1 Quantitative Analysis
Question 1: What is your age?
	Option
	Responses
	Percentage
	Total no. of employees

	18-25
	12
	60%
	20

	26-30
	5
	25%
	20

	30 above
	3
	15%
	20


Table 4.1.1: Question 1
(Source: Self-developed)
[image: A blue and grey pie chart

Description automatically generated]
Figure 4.1.1: Question 1
(Source: Self-developed)
Findings: As per the above figure it is found that during the entire survey, most respondents were aged between 18 and 25 years old. The outcome implies that people in the age range mostly experience the role of HRM in an organisation during their recruitment process. 
Question 2: What is your profession?
	Option
	Responses
	Percentage
	Total no. of employees

	Student
	8
	40%
	20

	Service
	9
	45%
	20

	Business
	3
	15%
	20


Table 4.1.2: Question 2
(Source: Self-developed)
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Figure 4.1.2: Question 2
(Source: Self-developed)
Findings: As per the above figure it is found that most of the respondents were with the profession of service who experienced the major role of HRM in an organisation and have knowledge of it to implement organisational changes. 
Question 3: What is your annual earnings? 
	Option
	Responses
	Percentage
	Total no. of employees

	£20000-£25000
	7
	35%
	20

	£25000-£28000
	9
	45%
	20

	More than £28000
	4
	20%
	20


Table 4.1.3: Question 3
(Source: Self-developed)
[image: A pie chart with numbers and a graph

Description automatically generated]
Figure 4.1.3: Question 3
(Source: Self-developed)
Findings: As per the above figure, it is recognised that the annual income of most people in the UK is between £25,000 and £28,000. 
Question 4: Do you agree that HRM has a great contribution to a better recruitment process in an organisation?
	Option
	Responses
	Percentage
	Total no. of employees

	Yes
	10
	50%
	20

	No
	7
	35%
	20

	May Be
	3
	15%
	20


Table 4.1.4: Question 4
(Source: Self-developed)
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Figure 4.1.4: Question 4
(Source: Self-developed)
Findings: As per the outcome of the fourth survey question it is found that the majority of the total respondents agreed with the statement that HRM has a great contribution to improving the recruitment process in an organisation. Hence, a business organisation must be focused on maintaining its HRM practice effectively and strategically as well. 
Question 5: What do you think about how effectively the HR department of the organisation is maintaining its current recruitment process to attract top talent?
	Option
	Responses
	Percentage
	Total no. of employees

	Somewhat effectively
	6
	30%
	20

	Very Effectively
	12
	60%
	20

	Not very effectively
	2
	10%
	20


Table 4.1.5: Question 5
(Source: Self-developed)
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Figure 4.1.5: Question 5
(Source: Self-developed)
Findings: According to the above figure it is recognised that 60% of total respondents stated that the HR department of the organisation is maintaining its current recruitment process very effectively to attract top talent. Therefore, it can be discussed that the organisation is maintaining an effective workforce with effective HRM practice to improve recruitment process. 
Question 6: Will you agree that the HRM of our organisation is concerned about clarifying its job description in online portals?
	Option
	Responses
	Percentage
	Total no. of employees

	Agree
	7
	35%
	20

	Strongly Agree
	8
	40%
	20

	Disagree
	3
	15%
	20

	Strongly Disagree
	2
	10%
	20


Table 4.1.6: Question 6
(Source: Self-developed)
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Figure 4.1.6: Question 6
(Source: Self-developed)
Findings: As per the above figure it is found that 40% of total respondents strongly agreed that the HRM of organisation is concerned about clarifying its job description in online portals. On the contrary, only 10% of people strongly disagree and 15% of people disagree, which implies the organisation has a perfect recruitment plan. 
Question 7: Have you experienced any kind of technical constraints from the entire recruitment team of organisation at the time of recruitment?
	Option
	Responses
	Percentage
	Total no. of employees

	Yes
	6
	30%
	20

	No
	9
	45%
	20

	May be
	5
	25%
	20


Table 4.1.7: Question 7
(Source: Self-developed)
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Figure 4.1.7: Question 7
(Source: Self-developed)
Findings: The above figure reflects that 45% of total respondents responded that they have not experienced any technical issues from the recruitment team of the organisation during recruitment. On the contrary, 30% of people stated that they faced technical issues and 25% went for the option which implies the organisation needs to improve its online recruitment process effectively. 
Question 8: Do you agree that the HR department of organisation is concerned about adopting changes?
	Option
	Responses
	Percentage
	Total no. of employees

	Agree
	7
	35%
	20

	Strongly Agree
	9
	45%
	20

	Disagree
	3
	15%
	20

	Strongly Disagree
	1
	5%
	20


Table 4.1.8: Question 8
(Source: Self-developed)
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Figure 4.1.8: Question 8
(Source: Self-developed)
Findings: The above outcome reflects that 45% people of the total respondents strongly agreed and 35% people agreed that the HR department of organisation is concerned about adopting changes. Therefore, the organisation is very much focused on increasing its adaptability to changes in contemporary situations. 
Question 9: Do you support that the HRM of organisation focuses on maintaining strategic planning and decision-making processes to implement changes?
	Option
	Responses
	Percentage
	Total no. of employees

	Yes
	6
	30%
	20

	No
	10
	50%
	20

	May be
	4
	20%
	20


Table 4.1.9: Question 9
(Source: Self-developed)
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Figure 4.1.9: Question 9
(Source: Self-developed)
Findings: As per the above figure it is recognised that 50% of total respondents went for the option ‘No’. The outcome implies that the organisation must be focused on improving its HRM practice to improve its strategic planning and decision-making process to implement changes successfully. 
Question 10: What do you think that the HRM programme or initiatives of organisation have been effective in enhancing employee ability through organisational changes?
	Option
	Responses
	Percentage
	Total no. of employees

	Yes
	8
	40%
	20

	No
	7
	35%
	20

	May be
	5
	25%
	20


Table 4.1.10: Question 10
(Source: Self-developed)
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Figure 4.1.10: Question 10
(Source: Self-developed)
Findings: The above figure reflects that most total respondents believed that the HRM program of our organisation has been effective in enhancing the ability of its employees through organisational changes. However, the organisation needs to be focused on improving its HRM programmes since still 35% of people do not think the HRM programme is effective enough in the organisation. 

Interview answers

1. [bookmark: _Hlk170203795]In question one, 70% of the interviewers declared they are interested on the organisation and 30% declared that they are more interested in the position rather then organisation.
1. In question two, 70% spoke more about their strengths while 30% were worried about their weaknesses. 
1. In question three, 60 % of the interviewers think they can manage well a conflict when occurred while 40% said that they need some time in case of an issues.
1. In question four, 50% of the interviewers could not give an example and 50% of the interviewers felt that all situations faced under pressure make them become better in their position at work.
1. In question five, 70% of interviewers are open to change and discussed about their organisation skills and 30% could not give an answer.
1. In question six, 100% of the interviewers felt motivated to give their best in achieving their goals.
1. In question seven, 100% of the interviewers know the background of the organisation.
1. In question eight, 80% think that the best achievement was to create good relationships and they managed to achieve their goals within their team and 20% could not give an answer.
1. In question nine, 100% of the interviewers think they have all the abilities and technical skills to do a good job in the workplace.
To illustrate the overall findings from the survey, graphs are used to depict numerical and statistical data. As a result, the employee was able to provide key insights and perspectives through the interview.
[bookmark: _Toc169877268]4.2 Qualitative Analysis
[bookmark: _Toc169877269]Thematic Analysis
Sl. No.	Theme(s)	Article or journal	Author	Year 
1.	“Human Resource Management plays a vital role in the Care Sector in maintaining the seamless organisational operations.”	“Human resource management. PHI Learning Pvt. Ltd”	Pattanayak, B.	2020
2		“Human resource management strategy in organisational digital transformation. Jurnal Minfo Polgan, 12(1), pp.760-770.”	Ghadzali, S.S., Gazalin, J., Sutrisno, S., Prasetya, Y.B. and Ausat, A.M.A.	2023
3	“An effective HRM program in the care sector contributes a lot to a better recruitment and employee retention process.”	“Impact of Human Resource Management Practices on Employee Retention: A Study of the Public Healthcare Sector of Pakistan. IOSR Journal of Business and Management (IOSR-JBM) e-ISSN, pp.09-15.”	Ahmed, Z., Othman, N.B. and Yean, T.F.	2020
4		“Human resources for health talent management contribution: A case for health systems strengthening in the public health sector. World Journal of Advanced Research and Reviews, 9(2), pp.192-201.”	Nkala, B., Mudimu, C. and Mbengwa, A.M.	2021
5	“HR personnel in the Care Sector prompt organisational change by providing managers and employee progress reports regarding organisational changes.”	“Personnel reduction and growth, innovation, and employee optimism about the long-term benefits of organisational change. International Review of Administrative Sciences, 88(3), pp.607-625.”	Taylor, J.	2022
6		“Employee coping with organisational change in the face of a pandemic: The role of transparent internal communication. Public relations review, 47(1), p.101984.”	Li, J.Y., Sun, R., Tao, W. and Lee, Y.	2021

Table 4.2.1: Thematic Analysis
(Source: Self-developed)
Theme 1: Human Resource Management plays a vital role in the Care Sector in maintaining seamless organisational operations.
HRM in the care sector has a major responsibility to handle traditional HR functions including hiring, recruitment and advising senior management on the key competitive plays as well as benefits packages to attract top talents. However, maintaining seamless operations is one of the major responsibilities and challenging aspects of the HR department of care organisations in the current era (Pattanayak, 2020). In this concern, the HR professionals in the care sector focus on gathering effective knowledge on technological usage to handle the seamless organisational operation of the specific industry. HR professionals mainly oversee the entire workforce dealing with regular stressors and requirements including both mental health support and physical safeguards. At this point, by collaborating with Information Technology or IT, HR professionals can ensure the protection of individuals or employees in the workplace with a proper data privacy system (Gadzali et al., 2023). Along with this, having knowledge on technological advancement they can develop programs more effectively that enhance satisfaction and efficiently drive positive outcomes. The HR department of the organisation also focuses on improving the seamless management practices of its HR operations by adopting the most effective and best practices that significantly align with all the organisational goals. The HR team of the organisation value the current trends in HR technologies including AI-powered HR technology that significantly increases automation for seamless HR operations. In this case, it involves automating rescue scoring and assessing employee satisfaction which significantly reduces overall recruitment time and cost in consecutive periods. 
Theme 2: An effective HRM program in the care sector contributes a lot to a better recruitment and employee retention process.
HRM programs in the care sector have a great contribution to improving the entire recruitment and employee retention process effectively. Talent acquisition and retention are the most important parts of HRM programs that support HR professionals in finding qualified care professionals within a conscious period and in an effective manner (Ahmed et al., 2020). Concerning the key concept, the HR professionals of organisation focus on improving its HRM programs to all the applicants that the organisation has a skilled as well as dedicated workforce. At this point, it is one of the strategic approaches to attract the attention of new talents and maintain an effective recruitment process. HRM program also benefits a company to retain employees in the company in the long run by providing a flexible and positive work environment. Once the employees find an effective and flexible workforce in an organisation, they like to continue their jobs in the organisation for a long time which influences the overall employee turnover rate of the organisation (Nkala et al., 2021). Concerning that, HR professionals of the organisation are currently focusing on investing in technological usage in its HRM programs that may support them in attracting new talents. However, the key competitor of our organisation including Potens is more advanced in managing its HRM programs since it uses AR and VR to demonstrate its services as a sample before its clients can pay for the care package. The advancement of Potens may become a challenging aspect for the organisation which needs to be overcome by improving its investment in the HRM program with technology usage. Eventually, the organisations will become successful in developing an effective workforce to provide better quality care service and maintain sustainability in the highly competitive environment. 
Theme 3: HR personnel in the Care Sector prompt organisational change by providing managers and employee progress reports regarding organisational changes.
An effective HRM program also helps to improve business performance management by considering all the contemporary changes and enhancing employee ability for organisational changes. In this case, HR personnel in the care sector prompt organisational changes by providing manager as well as employee progress reporting regarding organisational changes (Taylor, 2022). The HR professionals of the organisation practise its change management activities by assisting all the employees by serving as a point of contact for key questions and concerns as well as by explaining any impact on staffing. Moreover, HR professionals also have major responsibilities to coordinate meetings and effective communication processes regarding organisational changes and related initiatives (Li et al., 2021). In this current context, using different technologies including Zoom and Slack, HR professionals of the organisation coordinate its meeting and communication process over emergency cases and handle all the critical circumstances which result in successful organisational changes. 
[bookmark: _Toc169877270]Chapter 5: Conclusion and Recommendations
[bookmark: _Toc169877271]5.1 Conclusion
The background of the study involves the fact that the HR department of the organisation, the high-quality charitable institution, like other organisations, has to handle certain challenges. One of them is organisational changes. The aim and rationale for which the objectives and research questions were made have to do with the provision of an action research to help the firm develop useful HRM policies. The ongoing situation of the healthcare sector is that it contains many organisations which are composed of immigrants as employees. They must be upskilled by the HR representatives. The Social Exchange Theory opines that HR needs to make an effort to look after workers' interests and train them, without which they cannot perform well. The Model of the Characteristics of Jobs (JCM) can help its HR identify elements that can increase employee motivation, engagement, and satisfaction. The care industry's HR should recruit people after checking how skilled, knowledgeable, and experienced they are at taking care of patients. One strategy they can use to attract capable individuals is to increase specific brand image awareness. However, not many components of HRM, such as succession planning, were covered. 
Saunders' Research Onion showed that positivism helped to gather data without bias while participants' answers helped deduce their opinions towards the UK's health industry. The exploratory design aided in exploring the topic of the organisation as it had not been studied in-depth before. The mixed method of data collection and analysis for six journals and 20 surveyed respondents helped cover a wide area of information on the organisation and its HR's change management strategies and recruitment practices. Ethics were followed for the findings, which show that the responders were mainly young adult service-workers with average incomes. Most opined that the organisation's HR is quite proficient and that it plays an important part in the provision of good-quality caregiving. Nonetheless, they mentioned that the organisation may be concerned regarding its job descriptions on online portal advertisements. They also stated that the employees were mostly efficient. Nevertheless, the institution worries regarding change management. 
The first theme found that the crucial role of HR in organisation is that it deals with the regular stressors of the workforce to encourage better performance. As was mentioned, it attempts to operate seamlessly. Unfortunately, while it only uses Artificial Intelligence, its competitive rivals like Potens utilise more advanced mixed virtual and augmented realities (VR and AR) to show its potential patients exactly how it performs its services before they choose to purchase the care package. This organisation is very careful and detail-oriented towards posting job advertisements, to hire only the best practitioners. It should also keep in mind societal changes and digital advances during the procedure of hiring.
The strengths of this organisation include that it takes a lot of care to provide recruitment advertisements to appeal to the most skilled and well-educated carers. The two weaknesses that it has relates to the main problem of change management, which its HR is unable to conduct effectively and often unintentionally enforces new rules on its workers without understanding how it could hamper their mental health and resultant work ethic. Otherwise, they look after their clients well. The other issue is that it is not as advanced as many of its rivals, similar to Potens. The method of the study itself constitutes an issue, that is, it does not acquire the opinions of the organisation's employees themselves, on whom the entire work is based. An attempt will be made below to resolve each and every one of these issues.
[bookmark: _Toc169877272]5.2 Recommendations
A plan of action must be developed for the organisation to help rid it of its shortcomings. Kurt Lewin's Three-Step Change Model assists firms in addressing transitions quickly yet steadily, both for the benefit of the organisation and the employees (Burnes, 2020). The first stage, Unfreeze, can be used by organisation to analyse why its staff members may not immediately accept new regulations or other transformations. It involves beginning to gradually reveal to them why a change is required, opening up the possibility to change an established procedure, which is why the phase is called Unfreezing. The second step would be used for ideating upon which better system can replace it, and then analysing the selected substitute. The process can work for all present and long-term changes in the organisation, as well. The third and last stage of Refreeze would allow it to put the best solution or a combination of resolutions into motion, establishing it as the best course of action to follow before the future enables it to decide that it is time for another change. That will eventually indicate to the employees that now, their managers and leaders use a comparatively slower process to make changes in order to not overwhelm them with new methods of conducting their tasks. 
It is owed to the grounds that it is especially daunting when older practices have to be changed instantaneously if new ones are required, since the workforce is used to the original procedures. That is also harmful when they have to consistently keep training to incorporate new activities, which takes time away from them to help real patients in actuality. The Nudge Theory is a scientific and behavioural framework which advises that people's actions can be predictably impacted if small changes in the presentation of options are provided (Entwistle, 2021). It can help to give the employees time to adjust to any transformations and submit their inputs to modify the decision as it directly affects them. A few social changes which the organisation can become used to is the recruitment of multiple demographics based on genders, racial ethnicities, and other groups without outward discrimination or even unconscious biases. That would aid it to become more relevant to the present society as clients are now more socially conscious, and this can even help patients of other cultures or nations feel comfortable approaching this organisation for help.
Another problem, that is, its behaviour as a laggard regarding advanced technologies, can be addressed by making use of even more futuristic and powerful digital software tools than only AI. The strategic action plan can begin through the process of utilising mixed realities the same way as Potens does for its clients. Organisations should use technological advancements for hiring purposes, too (Benbya et al., 2020). The organisation could take advantage of Applicant Tracking Systems (ATS), an HR software, to automatically store candidates' resumes in a digital repository of cloud computation. It saves up lots of time for screening and minimises HR representatives' exhaustion and errors due to a reduction in manual labour. That can apply organisation's strengths of caring towards the recruitment of only the most qualified caretakers, as the managers can focus only on thoroughly screening the curriculum vitaes (CV) to not make any mistakes during hiring strong aspirants, rather than spending too much time on collecting and sorting the submissions of potential recruits.
It can be made sure that this process is effective. A suggestion should be controlled by monitoring and evaluating it (Campbell et al., 2020). Regarding critical analysis, the advantage of this system is that the high number of applicants can be categorised under job sites, based on the demographic of people who are hired. For example, job websites like LinkedIn can attract more experienced carers, while social media channels could appeal to well-educated if slightly younger and less-experienced medical workers. The drawback is that this tool may be expensive. Key Performance Indicators (KPIs) of qualified applicants per opening can be used to monitor the process. Aspirants can be helped with this system, too, as it makes the most suitable resumes visible on internal job boards of the organisation, thus lowering the number of barriers experienced by them while trying to be noticed.
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Question 1: What is your age?
1. 18-25
2. 26-30
3. 30 above
Question 2: What is your profession?
1. Student
2. Service
3. Business
Question 3: What is your annual earnings? 
1. £20000-£25000
2. £25000-£28000
3. More than £28000
Question 4: Do you agree that HRM has a great contribution to a better recruitment process in an organisation?
1. Yes
2. No
3. May Be
Question 5: What do you think about how effectively the HR department of the organisation is maintaining its current recruitment process to attract top talent?
1. Somewhat effectively
2. Very Effectively
3. Not very effectively
Question 6: Will you agree that the HRM of the organisation is concerned about clarifying its job description in online portals?
1. Agree
2. Strongly Agree
3. Disagree
4. Strongly Disagree
Question 7: Have you experienced any kind of technical constraints from the entire recruitment team of the organisation at the time of recruitment?
1. Yes
2. No
3. May be
Question 8: Do you agree that the HR department of the organisation is concerned about 
adopting changes?
1. Agree
2. Strongly Agree
3. Disagree
4. Strongly Disagree
Question 9: Do you support that the HRM of the organisation focuses on maintaining strategic planning and decision-making processes to implement changes?
1. Yes
2. No
3. May be
Question 10: What do you think that the HRM programme or initiatives of the organisation have been effective in enhancing employee ability through organisational changes?
1. Yes
2. No
3. May be
Interview Questions
1. Why are you interested in this position/company?
2. What are your strengths and weaknesses?
3. How do you handle conflict or difficult situations at work? 
4. Tell me about a time when you faced a difficult situation and how you resolved it.
5. How do you prioritize tasks and manage your time effectively? 
6. What motivates you to do well?
7. What do you know about our company?
8. What were your most significant achievements in your last position?
9. What technical skills can bring you in this role?
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APPLICATION FOR ETHICAL APPROVAL- BA level

CAIS AM GYMERADWYAETH MOESEGOL - Lefel BA



frviae'r ffurflen hon i'w chwblhau gan bob BA myfyrwyr.
I Rhaid i bob ffurflen gael ei ystyried gan diwtor y modiwL Dylai un copi o'r ffurflen yn cael ei roi ar y ffeiliau Gyfadran
ac un copi cadw ar y ffeil myfyrwyr.

This form is to be completed by all BA Leadership andI Management students conducting independent projects.
This form should be completed by the student. All forms must be considered by the Module Lead- Maria Heffernan. A copy of the form must be kept centrally and on the student file.


ADRAN 1 - MANYLION MYFYRIWR	SECTION 1 - STUDENT DETAILS


Enw Llawn

IAdina Georgiana Ghita

Full Name		1914431

Bachelor of Art-
DEVELOP ING LEADERSHIP AND MANAGEMENT




Ysgol/Cyfadran/ School/Faculty

University of Wales Trinity	 Rhif Myfyriwr Saint David	Student Number



Cydlynydd prosiect / Tiwtor
Module Tutor/

Maria Heffernan

Enw'r Gradd Name of Degree

Programme Co-ordinator 	

Teitl dan osol r Traethawd Hir:	Indicative Title of the lnde endent Pro·ect:
            An examination of the performance of a human resource department located within the 
            care sector in relation to recruitment.

ADRAN 2 - MANYLION CYFRANOGWYR /
CYNULLEIDFA

IPwy yw'r cyfranogwyr arfaethedig?
Who are the intended participants?
Ydw/	I Na/
Yes	No
Myfyrwyr / staff Y Drindod Dewi Sant
Students/ staff of Trinity Saint David

No
Oedolion {dros oed 16 ac yn gymwys i gydsynio)
Adults (over the age of 16 and competent to give consent)

Children/ legal minors
Yes


-
No
Plant a phobl ifanc dan oed



Cleifion neu gleientiaid gweithwyr protfesiynol
Patients or clients of professionals

No



SECTION 2 - PARTICIPANT/ AUDIENCE DETAILS





IRhywun sy'n cael ei gadw yn y ddalfa neu
I y mae'r llys wedi cymryd cyfrifoldeb
amdano
Anyone in custodial care or for whom the court has assumed responsibility

No
Aelod o unrhyw sefydliad lie mae'n bosibl bod angen i unigolyn arall hefyd gydsynio.
A member of any organisation where another individual may also need to give consent.

No
Eraill: Nodwch: /Others: please identify:

I	




	I Nifer, Oed a Ffynhonnell y Cyfranogwyr
Rhowch  fanylion  yr  demograffeg  y  cyfranogwyr
rgynulleidfa.
	I
	Participant/ Audience Number and Age
Provide details of the demographics of the participants/ audience.
-
100

	Niter O Gyfranogwyr / yny
Gynulleidfa
	Participanv	Audience
number
	

	I Grwp	oedran	y Cyfranogwyr/y Gynulleidfa
	ParticipanV Audience age group
	25-50


ADRAN 3 - GWEITHGAREDD YMCHWIL	SECTION 3-RESEARCH ACTIVITY


-11.	IYdy'r prosiect yn cynnwys:
Does the project include:
Ydy/ Yes
Nae ydy/No
Defnyddio holiadur neu offeryn ymchwil tebyg
Use of questionnaire or similar research instrument
yes

Defnyddio prawf ysgrifenedig neu gyfrifiadurol
Use of written or computerised test

no
Cyfweliad (cysylltwch gwestiynau posibl)
Interview (attach provisional questions)
yes

Dyddiaduron
Diaries

no
Arsylwi ar gyfranogwyr a hwythau'n
Participant observation with their

no
ymwybodol o hynny	_ _!!)owledge
Arsylwi ar gyfranogwyr a hwythau ddim yn	 Participant observation without their ymwybodol o hynny	knowledge

Recordio fideo neu sain	Video or audio-taping

Mynediad i wybodaeth bersonol neu	 Access to personal or confidential gyfrinachol heb gydsyniad penodol y	information without the participants cyfranogwyr	 specific consent

Defnyddio unrhyw gwestiynau, ysgogiadau	 Administration of any questions, test prawf, cyflwyniad y gallai rhai cyfranogwyr	stimuli, presentation that may be
eu profi fel rhywbeth sy'n achosi niwed /	experienced as physically, mentally or tramgwydd corfforol, meddyliol neu	emotionally harmful / offensive emosiynol
Cyflawni unrhyw weithredoedd allai achosi	 Performance of any acts which may embaras neu effeithio ar hunan-barch	cause embarrassment or affect self-
esteem
I

-
no


no no


no




no













I
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IYmchwilio i gyfranogwyr sy'n ymwneud a
gweithgareddau anghyfreithlon
Investigation of participants involved in illegal activities

no
Gweithdrefnau lie defnyddir twyll
Procedures that involve deception

no
Gweini unrhyw sylwedd, cyfrwng neu blasebo
Administration of any substance, agent or placebo

no
Dull arall o gasglu data neu fformat cyflwyno (esboniwch)

I
Other method of data collection or presentation format (please explain)

  no











2.1Restru eich dull o gasglu data
I  List your method of data collection:
Describe your methods of data collection. Questionnaire will be sent to 100 people across the organisation.
Interview sample will be use for 10 people across the organization.



	3.
	Risg Posibl:
(corfforol, seicolegol, cyfreithiol, cymdeithasol neu economaidd)
	Potential Risk:
{physical, psychological, legal, social or economic)

	A oes unrhyw risg bosibl i:
	Is there any potential risk to:
	Ydw	I
Yes
	Na	I
No

	A
	Cyfranogwyr?
	Participants?
	
	No

	B
	Ymchwilydd?

BrifYsgol/Cyfadran?
	
	Researcher?
	
	No
	-

	C
	
	
	University?
	
	No
	



	4.
	Rheoli Risg:
Os oes, beth yw'r risg a sut y bydd yn cael ei reoli?
	Management of Risk:
If yes, what is the risk and how will it be managed?

	



	5.
	Os ydych yn delio a phlant a / neu oedolion
agored i niwed, rhaid i chi gyflwyno eich
tystysgrif DBS i'ch tiwtor goruchwylio i'w cymeradwyo  cyn	i  unrhyw	gysylltiad	a
cvfranoawvr hvn.
	If you are dealing with children and/ or vulnerable adults you must present your DBS certificate to your supervising tutor for approval before any contact with these participants.

	
	Ydw Yes
	I
	Na No
	I

	A
	Ydych chi wedi gwneud cais am dystysgrif DBS?
	Have you certificate?
	applied
	for
	a DBS
	
	No

	B
	A yw eich tiwtor weld
tvstvsarif DBS?
	a'i gadarnhau
	eich
	Has your tutor seen and
anoroved vour DBS certificate?
	
	No











	6.
	A fyddwch yn cael cydsyniad gwybodus ysgrifenedig gan eich cyfranogwyr?
	Will you obtain written informed consent from your participants?

	
	Ydw	I
Yes
	Na	I
No

	A
	Os na fyddwch, pam hynny?
	If no, why not?

	yes
	

	B
	Os byddwch, sut byddwch yn sicrhau cydsyniad gwybodus?
	If yes, how will you secure informed consent?
	Consent form
	

	Rhowch eglurhad / Please explain: I will use the consent form.. I will also use a tick box on my questionnaires.

	Cynhwyswch gopi o'r ffurflen gydsynio os ydych yn defnvddio un.
	Please include a copy of the consent form if you are usino one.



	ADRAN 4		 SECTION 4		
CEFNOGWYD /APPROVED	I	NIS CEFNOGWYD/	I
NOT SUPPORTED

	Datganiad
	Declaration

	Mae'r wybodaeth a gynhwysir yma yn gywir, hyd
	The information contained herein is, to the best of my

	eithaf fy ngwybodaeth a'm cred.  Rwyf wedi ceisio
	knowledge and belief, accurate. I have attempted to

	dynodi unrhyw risgiau a phroblemau sy'n gysylltiedig
	identify  any  risks  and  issues  related  to  the

	a'r prosiect / ymchwil neu gynhyrchiad ac rwyf yn
	project/research or production and acknowledge my

	cydnabod	f'ymrwymiadau	innau	a	hawliau'r
	obligations and the rights of the participants.

	cvfranoowvr.
	



	Llofnodau
	Signatures

	Dylai'r ffurflen hon gael ei chwblhau a'i llofnodi gan y
	This form should be completed and signed by the

	myfyriwr a'r Cydlynydd y prosiect /Twitor
	student and the Module tutor/Programme Co­

	
	ordinator.



	
Myfyriwr / Student	Dyddiad: / Date:
Adina Georoiana Ghita	14/02/2024

	

	
Cydlynydd y prosiect /Twitor	Dyddiad: / Date: 
Project co-ordinator I Supervisor M.Heffernan                                                                              26/2/24
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UNIVERSITY OF WALES
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Cyfranogwr Rhif Adnabod: Participant Identification Number:







	1
	Sample of questionnaire or interview questions you need at least 6.

	2
	Skills and Experience
Have you read the job description and person specification? What skills and experience do vou have to meet this?

	3
	Values
What do you think is important to someone with a learning disability?

	4
	Values
Why do you want to work with people with learning disabilities?

	5
	Values and Aptitude
We believe that every person with a learning disability should have the same rights and opportunities as everyone else. How would you support this approach in your role?

	6
	Technical Skills
CT is a developing area of our support and record keeping. Can you tell me what IT experience and skills you have and how you use these?

	7
	Team Working
This role involves working with people as part of a team, can you give an example of when you have done this and how you make sure you develop positive working relationships with other
people?

	8
	Employability
We support people throughout the waking day and overnight. Are you able to commit to working shifts that include, early morning starts, evenings, weekends, and night shifts (if required)?

	9
	

	10
	







 ENW A CHYFEIRIAD YR YMCHWILYDD
NAME & ADDRESS OF RESEARCHER
PUT YOUR EMAIL ADDRESS IN HERE AND YOUR NAME







PRIFYSGOL CYMRU
Y Drindod Dewi Sant
UNIVERSITY OF WALES
Trinity Saint David

Cyfranogwr Rhif Adnabod: Participant Identification Number:





Name of Researcher:
Please initial box

1. I confirm that I have read and understand the information sheet dated XXXX for the above study. I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.D

2. I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.D


3. I understand that any information given by me may be used in future reports, articles or presentations by the research team.D

4. I understand that my name will not appear in any reports, articles or presentations.	DD

5. I agree to take part in the above study.
YOU COULD ADD HERE THE RECORDING REQUIREMENT CONSENT



Name of Participant	Date	Signature




Researcher	Date	Signature
You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No-one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.



When completed, please return in the envelope provided (if applicable). One copy will be given to the participant and the original to be kept in the file of the research team at:



ENW A CHYFEIRIAD YR YMCHWILYDD	NAME & ADDRESS OF RESEARCHER



PRIFYSGOL CYMRU
Y Drindod Dewi Sant
UNIVERSITY OF WALES
Trinity Saint David

Cyfranogwr Rhif Adnabod: Participant Identification Number:






*THIS FORM IS TO BE AMENDED AND ADAPTED AS NECESSARY

Dear Participant:

My name is XXXX and I am studying in the School of XXXX.

I would like to invite you to participate in my research project. This project will xxx and aims to xxx

*Attached to this letter is a short questionnaire developed by XXX which will assess XXXX. I believe your opinions will be extremely helpful to me.

Through your participation in the questionnaire and/or interviews, I hope to ascertain XXXX.

All questionnaires will be kept strictly confidential to the researchers involved and at NO time will individual questionnaires be released to the general public. This gives you a chance to express your views on your programme a confidential and anonymous forum and still be able to make a difference. Your participation in this study is completely voluntary so you can withdraw from the questionnaire at any stage.

Our questionnaire should take about XXX minutes to complete, but there is no time constraint. There are also no right or wrong answers. Attached to this letter along with the questionnaire is XXX (e.g. an instruction sheet/ a consent form /a feedback sheet). As this is a new project, your feedback is also important to us and we would be much obliged if you could also complete the feedback sheet along with the questionnaire. We understand that your time is at a premium but your opinions are very valuable to us.

After careful and precise analysis of the data obtained from this questionnaire, I will be happy to provide you with a copy of the findings at your request. The results of this questionnaire will hopefully

enhance my understanding of XXXX and will be stored on XXX. The results of the research will be fed back to XXX.

We thank you in advance for your time and participation. If any questions do arise, feel free to contact me at our convenience.
ENW A CHYFEIRIAD YR YMCHWILYDD	NAME & ADDRESS OF RESEARCHER

Fill in on this form any information you already know- the title of your study , your name, you are undertaking this as part fulfilment of your BA Developing Leader
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Figure 14: Gantt Chart
(Source: Self-Developed)
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