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[bookmark: _Toc154686544]                                                      ABSTRACT 

This research is of considerable importance in shedding light on the vital role of emotional intelligence (EI) and leadership skills of Human Resource (HR) managers during the recruitment process. The research emphasises the necessity of leadership skills in HR to provide constructive feedback to candidates, assist their placement and ensure accurate management of the recruitment stages, aligning with the findings of Hajiali et al. (2022).
This study helps to outline the key stages of recruitment and highlight the integral role of HR in their accurate management. In particular, the effective analysis of HR strategy in the implementation of emotional intelligence, and HR functions, but also offers practical implications for improving recruitment strategies and process. Consequently, the research brings valuable knowledge to the field, providing a basis for improving HR practices and organisational effectiveness. 
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[bookmark: _Toc154686203][bookmark: _Toc154686546]                                   CHAPTER 1: INTRODUCTION


1.1 [bookmark: _Toc154686204][bookmark: _Toc154686547]Introduction 

The chapter is based on the analysis of initial concept reading the significance of leadership style and EI in HR functionalities and recruitment process. Derailed backgrounds analysis of the selected research topic along with the key problem regarding AI implementation in HR functionalities will be discussed in this chapter. 

1.1 Background to study

Emotional intelligence (EI) is the strategy for managing one’s own emotions and determining those of others (Feyerherm & Rice, 2002). EI is necessary to build relationship. Reduce team stress and maintain the accuracy of the recruitment process. The study will provide details on the role of leadership stye and Ei for the human resources in improving the recruitment process. 
EI and leadership have a vital role in managing strategic planning during candidate recruitment, especially in the technological sector. EI helps recruiters to effectively detect and hire only emotionally intelligent candidates during recruitment (Dirican and Erdil 2020). The EI of Human resources executive can help to judge the skills of candidates as per requirements accurately. Lack of EI and leadership skills of HR executives can create bias and conflict during the recruitment process. Further, erroneous recruitment of candidates can hamper the organisational performance especially in the technology sector. 



[bookmark: _Toc154686205][bookmark: _Toc154686548]     1.3 Problem statement 

The study identifies issues associated with the leadership and EI of HR executive during the recruitment process. The key problem identified is the improper EI and leadership style of HR executives in the technology sector of United Kingdom, which has created issues in candidate selection.                
Leadership is important for managing the recruitment process and selecting accurate candidates (Chammas and Hernandez, 2019). Therefore, the issue with such EI and leadership barriers in managing recruitment stages and causes human errors. 
Figure 1.1 below shows that the revenue of the technology sector can reach approximately 6.2 % in 2028 (Statista,2023). Therefore, a skilled labour force is necessary to sustain such a growth in the technology industry of the United Kingdom. 
    
[image: ]

  

                                                     
                                                   Figure 1.1: Technology sector growth in the UK.
                                                        (Source: Statista 2023)


[bookmark: _Toc154686206][bookmark: _Toc154686549]1.4 Scope of study 

The study illustrates the extent to which the role of emotional intelligence (EI) has been defined by HR in the recruitment process within the technology sector. The EI of leaders is necessary as it helps in managing the employees needs and supports them in any situation (Dirican and Erdil, 2020). The study has provided the scope of learning the existing EI strategy of HR in the recruitment of candidates in the UK’s technology sector. The study is beneficial to gather details of the role of EI in terms of organisational perspective. Good EI from leaders can attract employees, motivate them, and enhance their morale to remain engaged with the organisation. The study is effective enough as it has allowed research a vast amount of real-life data to determinate recent conditions, challenges and possible solution for enhancing the EI skills of leadership in tackling employees in the technology sector. 

1.5 [bookmark: _Toc154686207][bookmark: _Toc154686550]Research aims and objectives.

1.5.1 [bookmark: _Toc154686208][bookmark: _Toc154686551]Aim 

The objective of this study is to conduct a comprehensive examination of the interplay between leadership styles and emotional intelligence, with a particular emphasis on their combined impact within the realm of human resources, specially within the recruitment process of the information technology (IT) industry in the UK.

1.5.2 [bookmark: _Toc154686209][bookmark: _Toc154686552]Objectives

To systematically address the research aim, a set of objectives has been delineated. These objectives function as specific milestones, directing the course of the study and enriching the overall comprehension of the subjects. The identified objectives are detailed as follows:
· To analyse the role of emotional intelligence in HR professionals’ interactions to conduct a comprehensive review of relevant literature on leadership styles, emotional intelligence, HR practices, and recruitment process.
· To analyse the similarities and differences in the relationship between recruitment outcomes, humas resource practices, emotional intelligence, and leadership style in various organisational settings. 
· To investigate the key stages of the recruitment process, from job posting through candidate selection.
· To explore and improve the relationship between leadership styles and emotional intelligence in the IT sector, providing recommendations for enhancing synergy.


[bookmark: _Toc154686210][bookmark: _Toc154686553] 1.6 Research question

The following questions delineate the primary areas of focus for a comprehensive investigation into key aspect of the subject, guiding a detailed exploration of the research. 
· How the interplay among leadership styles, emotional intelligence and HR practices influences recruitment outcomes, and what evidence exists across diverse organisational contexts?

· In the context of HR, why is emotional intelligence considered indispensable, and to what extent does it shape interactions with candidates, colleagues, and team members during various stages of the recruitment process?

· Within the IT industry, how does the intricate relationship between leadership styles and emotional intelligence influence HR practices, particularly in the context of recruitment outcome?

· What are the critical components of emotional intelligence, such as self-awareness, self- regulation, empathy, and social skills, and how do these aspects contribute to effective HR practices in key of the recruitment process?


1.7 [bookmark: _Toc154686211][bookmark: _Toc154686554] Research significance

The research significant enough as it has provided information about the role of EI and leadership skills of HR executives during recruitment. Leadership skills in HR are necessary to provide constructive feedback to candidates, help them find their places and maintain recruitment stages accurately (Hajiali et al.,2022). This study has helped to determine the key stages of recruitment and the role of HR in managing all sages accurately. The strategy of HR in EI implementation for recruitment process management is analysed effectively, which has improved the significance of the research. 

1.8 [bookmark: _Toc154686212][bookmark: _Toc154686555]Research structure 

In delineating the structural framework of this dissertation, the following chart (fig1.2) illustrates the sequential organisation of the key chapter, each playing a pivotal role in the overall research endeavour. This visual representation provides a roadmap, outlining the trajectory from introductory exploration in chapter 1 to the conclusive insights and recommendations presented in chapter 5.



 [image: ]                                
                                          Figure 1.2: Research structure 
                                                   (source: created by Author)


                                            













[bookmark: _Toc154686213][bookmark: _Toc154686556]                                    CHAPTER 2: LITERATURE REVIEW 



[bookmark: _Toc154686214][bookmark: _Toc154686557]2.1 Introduction 

The section indicates the selection of a wide range of articles for determining the role of leadership ad EI of HR in the recruitment process of the technology sector. A wide range of articles has helped to gather in- depth information about the importance of leadership and EI. The theories have helped to gather valuable information about the topic. The conceptual framework has supported the determination of the relationship of variables in the study. 

[bookmark: _Toc154686215][bookmark: _Toc154686558]2.2 Emotional intelligence: Definition and concept

Building relationships with candidates and communicating with them are both crucial parts of the recruitment process. Human resources' emotional intelligence makes it easier to obtain information quickly and make wise decisions. Effective emotional intelligence (EI), according to Kim and Park (2020), enables HR team executives to remain composed under pressure and to adapt to any circumstance that may arise throughout the hiring process. HR can use EI in handling different non- verbal communication, providing cooperation with the candidates and understanding the impact of their decision. 
Contrastingly, Srivastava and Dey (2020) have opined that lack of EI skill of HR can hamper the employee management process in organisation. Therefore, HR and other leaders in the organisation need to enhance their EI skills to manage the requirement of employee. 
Key areas of EI are the empathy, maintaining effective communication, self-awareness, self – regulation and motivation (fig 2.1). According to Diricanand Erdil (2020), empathy of leaders is necessary to support the team members and help them to manage critical task.
HR and leaders in organisation can implement the EI and empathy skill to build strong relationship with employees, reduce team stress and improve their job satisfaction. Similarly, according to Jena (2020), inadequate communication with employees, deficiencies in self- awareness, and challenges in self- self-regulation significantly impact the EI development of leaders. 
Consequently, leaders must cultivate their self-awareness, empathy, and social skills to enhance emotional intelligence, particularly in offering support to employees and fostering their confidence during challenging periods.

            [image: ]

                                     Figure 2.1: Key areas of Emotional Intelligence 
                                                    (Source: Created by author)

[bookmark: _Toc154686216][bookmark: _Toc154686559]2.3 Leadership styles 

[bookmark: _Toc154686217][bookmark: _Toc154686560]2.3.1 Definition and concept 

The main leadership styles include authoritarian, democratic, transformational, and transactional approaches (fig2.2). Authoritarian leadership is the style that includes individual control over all decisions and little input from the group members. Transformational style of leadership is beneficial for changing individuals or ant social system. Likewise, transactional leaders rely on rewarding policy for job optimisation. HR executives can use any of the styles as per requirement during the recruitment process. 
According to Friesm Kammerlander and Leitterstorf (2021), leadership styles of HR executives can help to motivate candidates, improve integrity in recruitment, define a sharp vision and encourage passion during recruitment. Leaders need to select specific leadership styles based on the requirements of organisation. In contrast, Oliver (2020) has opined that a lack of leadership skills and EI of HR ca hamper the recruitment process and cause errors in candidate selection. Therefore, the HR executives in the technology sector of UK need to maintain the EI and proper leadership skills to improve the recruitment process of candidates. 


                    [image: ]

                                                    Figure 2.2: Leadership styles
                                                     (Source: Created by author)


[bookmark: _Toc154686218][bookmark: _Toc154686561]2.3.2 Dimension of Leadership Styles

Four important dimensions of leadership are the ideal influence, effective, inspirational motivation, intellectual stimulation, and empowerment. These four dimensions help a leader to manage the team and organisational functionalities. According to Ospina et al. (2020), the influence of a leader and inspirational motivation motivate employees to remain committed towards an organisation. Leaders empower the employees to perform any task and increase their engagement with the company. Other key dimensions of leadership are intensity, risk tolerance, adaptability, collaboration, empathy, decision-making, social awareness, and openness to build strong bonds. In contrast, Mi et al. (2019) have opined that poor leadership skills and dimensions can strongly hamper the employee management process in organisations. Therefore, leaders need to improve their skills and maintain dimensions properly to enhance organisational performance.

[bookmark: _Toc154686219][bookmark: _Toc154686562]2.3.3 Benefits of Leadership Style

Transaction leadership style is beneficial for enhancing the motivation and productivity of employees by clearing their respective job roles. According to Al Amiri, Rahima and Ahmed (2020), accuracy in the leadership style is effective in managing tasks and motivating employees to achieve their targets in the organisation. All the leadership styles are highly beneficial for positively influencing productivity by enhancing the employee's motivational level. Transformational leadership strategy is beneficial as the transformational leaders make the team members feel that they are valuable parts of the organisation. Transformational leader helps in talent development, improve organisational culture by maintaining strong bonding and enhance employee performance. In contrast, Wen et al. (2019) have argued that the issue of the skills of leaders and communication ability can strongly hamper employee engagement and productivity development. Therefore, leaders of all kinds play a crucial role in fostering the development of employees' competencies, leading to increased productivity. Other key benefits of leadership styles are the determination of vision and values, boosting employee morale, ensuring effective communication and employee motivation, and maintaining appropriate resources.

[bookmark: _Toc154686220][bookmark: _Toc154686563]2.3.4 Challenges of Leadership Styles

Lack of confidence is one of the key challenges in leadership. According to Baig et al. (2021), leaders need to be confident enough to manage the critical situation and handle employees. Lack of knowledge and confidence can cause failure of the management process in organisations. Effectiveness management is another key challenge in leadership that indicates prioritisation, strategic thinking process, effective decision-making, and align the planning with the task. Likewise, Sousa and Rocha (2019) have opined that poor skill development of a leader can hamper employee management and inspiration process. Therefore, leaders can face such challenges due to a lack of skill, especially in guiding others and EI during the recruitment process. Leaders can face challenges in conflict management, understanding the expectations of employees, change management and employee well-being management process. Poor leadership can cause a biased recruitment process that hampers organisational growth. Therefore, leads need to enhance their skills and knowledge first to manage the organisational functions and employee performance.

[bookmark: _Toc154686221][bookmark: _Toc154686564]2.4 Recruitment Process

The key steps of recruitment are identifying accurate candidates, attracting, screening, shortlisting, interviewing, hiring and on boarding. According to Martins et al. (2023), accuracy in the recruitment process is necessary to create a wider pool of qualified candidates. EI and leadership skills of HR have key roles in managing all the steps of recruitment for recruiting accurate candidates. Likewise, Acikgoz (2019) has argued that errors in the candidate sorting, advertisement process and interview steps can hamper the recruitment process. Therefore, HR executives in the technology sector of UK can maintain EI and leadership to manage the entire recruitment steps and help organisations in gaining a skilled labour force. Effective recruitment strategy selection such as selecting, screening, shortlisting, and boarding are necessary to streamline the employee management process and build a sturdy base of skilled employees in organisations. A proper recruitment process enhances the scalability of candidate selection, makes the hiring process faster, helps to manage the talent pool and lessens the burden on HR. Therefore, the HR team needs to maintain proper recruitment and candidate selection to enhance the organisational functionalities. 

[bookmark: _Toc154686222][bookmark: _Toc154686565]2.5 Theoretical Aspects

[bookmark: _Toc154686223][bookmark: _Toc154686566]2.5.1	Transformational Leadership Theory

The transformational leadership (TLT) concept is effective in determining the social systems and managing the employees of an organisation. The concept is ideal for creating value for an organisation and changing the existing business process (Reza 2019). HR managers in UK technology sectors can implement the concept to improve candidate motivation during recruitment, manage workplace integrity and encourage passion (Fig. 2.3). HR can use this concept during recruitment to increase the level of commitment, generate trust among candidates during the recruitment process and improve the quality of the recruitment style.

                [image: ]

                                                     Figure 2.3: Advantages of TLT
                                                      (Source: Created by author)

[bookmark: _Toc154686224][bookmark: _Toc154686567]2.5.2 Situational Leadership Theory

The situational leadership concept indicates that any specific leadership needs to be more accurate for managing critical situations. The key advantage of this concept is that leaders can easily adapt to adjust to any situation in the workplace (Walls 2019). HR in the technology sector of UK can use the concept to determine the key challenges in recruitment and take responsibility for recruiting skilled people only. HR can use the concept for selecting specific communication styles with candidates during recruitment. The concept can help HR executives stay abreast of changes, tackle the issue effectively and set the strategy for an accurate recruitment process.

[bookmark: _Toc154686225][bookmark: _Toc154686568]2.5.3	The Ability Model

The ability model focuses on determining the ability of an individual to process emotional information and use the skill to navigate the social environment. The model helps to determine the complexity of the EI and leadership process during employee management (Prentice et al. 2020). HR in the technology sector of UK can use the mode concept for encouraging positive traits, resilience to communication and managing stress in the recruitment process. Application of the model can help HR executives eliminate bias in recruitment and eliminate errors in recruitment.

[bookmark: _Toc154686226][bookmark: _Toc154686569]2.6 Factors affecting Leadership Styles and Emotional Intelligence during Recruitment process in the IT Industry

[bookmark: _Toc154686227][bookmark: _Toc154686570]2.6.1	Self-Awareness and Creativity

Self-awareness skill is an important aspect that helps leaders such as HR to recognise and analyse emotions. Self-awareness of HR allows them to empower others and motivates others to make a better decision in business (Kontostavlou and Drigas 2021). Therefore, a lack of self-awareness on the part of HR managers can hinder an accurate recruitment process in the technology sector. Effective self-awareness of any situation allows HR managers to communicate with candidates clearly and eliminate all doubts regarding the candidate recruitment process. Developing self-awareness is valuable for the personal growth of both leaders and human resources professionals.

[bookmark: _Toc154686228][bookmark: _Toc154686571]2.6.2 Communication Channels 

Communication is an important aspect of recruitment as it helps to eliminate the doubts of candidates. Seamless commutation can help to improve the motivation of candidates and engage them during recruitment (Coffelt, Grauman and Smith 2019).HR executives need to maintain empathy to understand the emotions of others and even support them empathetically in any situation. Lack of communication and empathy skills of the HR executives can reduce the satisfaction level of the candidate during the recruitment in the technology industry. Improper channel selection for communication can hamper and candidate management can hamper the recruitment process in the technology industry.

[bookmark: _Toc154686229][bookmark: _Toc154686572]2.6.3 Self-Regulation and Social Skills

Lack of self-regulation and social skills of the HR or leaders can affect the EI and leadership styles. Good social skills allow the leaders to provide useful feedback to the candidates and put across the idea accurately (Kontostavlou and Drigas 2021). Therefore, HR executives need to maintain self-regulation and improve their social skills to enhance the recruitment process in the technological sector of UK.

[bookmark: _Toc154686230][bookmark: _Toc154686573]2.6.4 Organisational Culture

Organisational structure and workplace culture have an important influence on the leadership style and EI of HR executives. Lack of supportive culture and conflict in the workplace hamper the growth of leadership skills (Asatiani et al. 2021). Therefore, organisations need to provide support to the leaders and implement effective recruitment policies and HR to motivate them in handling crucial recruitment tasks. Such support from the hierarchy can motivate the HR executives to follow the objectives and manage the recruitment process accurately.


[bookmark: _Toc154686231][bookmark: _Toc154686574]2.7 Strategy of Improving Recruitment process Using Leadership Styles and Emotional Intelligence

Providing useful and accurate information to the candidates can help to improve the recruitment process in the technological sector. According to Muduli and Trivedi (2020), effective information sharing eliminates the doubts of the candidates during recruitment. Leaders and HR can use self-awareness skills to enhance EI during the recruitment to help the candidates. In contrast, Dirican and Erdil (2020) have argued that improper information sharing can create issues with candidate’s motivation and hamper the recruitment process. Therefore, HR executives and leaders need to enhance their self-awareness about the recruitment process to manage all the steps for recruiting skilled people for the technology sector in UK. 
Effective screening and management of the candidates can enhance the recruitment process. According to Jonsdottir and Fridriksdottir (2020), active listening skills of HR executives, emotional attachment to candidates, empathy and good leadership skills are key EI skills that are necessary to improve the recruitment process. HR executives can promote the company positively to candidates, use clear and inclusive language and support the candidates to motivate them. Likewise, Jonsdottir and Kristinsson (2020) have argued that improper active listening skill can negatively influence EI and creates barriers for HR to manage candidate’s requirements during the recruitment process. Therefore, HR executives need to enhance EI to foster a positive recruitment culture, identify places of recruitment and determine the team’s current effectiveness for enhancing the recruitment process in the technological sector in UK.

[bookmark: _Toc154686232][bookmark: _Toc154686575]2.8 Literature gap 

The selected articles are not accurate enough to provide important and in-depth information on the importance of EI and leadership during recruitment. EI helps to keep the recruitment process accurate and eliminate the possibility of error in candidate selection (Muduli and Trivedi 2020). The selected articles lack details on the challenges of EI and the implementation of leadership style in technology recruitment, which created a gap in the literature. Furthermore, the selected articles do not provide in-depth suggestions on the strategy of enhancing EI and leadership style to improve the recruitment process. This lack created a gap in the literature of this research (fig. 2.4).

[image: ]
                                                   Figure 2.4: Conceptual framework
                                                           (Source: Created by author)

[bookmark: _Toc154686233][bookmark: _Toc154686576]2.10 Chapter summary 

The section helped determine the role of EQ and HR leadership in managing the recruitment process. Several key articles helped to thoroughly analyse the topic and generate precise insights in this research. The theories helped to analyse the recent situation of recruitment and their importance in improving the process in the technology sector. The conceptual framework helped to identify the existing relationships between the variables.

                             
[bookmark: _Toc154686234][bookmark: _Toc154686577]                           CHAPTER 3: RESEARCH METHODOLOGY 


[bookmark: _Toc154686235][bookmark: _Toc154686578]3.1 Introduction

The methodology chapter is crucial because it provides essential details on research instruments. This section takes an in-depth look at the various instruments, data collection strategies and the data analysis process. Furthermore, it delves into the crucial role of ethics in research management.


[bookmark: _Toc154686236][bookmark: _Toc154686579]3.2 Research philosophy 

The use of the philosophy of interpretivism in this study facilitated the careful management of the research process and enabled a wide range of data to be covered in a shorter period. The philosophy is completely humanistic, as it helped in understanding the core concept associated with the select topic (Alharahsheh and Pius, 2020). This philosophy has supported the effective process of data interpretation and helped to identify the key concept associated with the research, The specified philosophy has allowed the modification of the research topic accurately and helped to maintain accuracy in the research.
Positivism and the corresponding realism philosophies are not elected as they are complex and sometimes provide erroneous result. 

3.3 Research approach 
Deductive approach in the study has been supported enough to gather an in-depth concept of the study. The deductive approach provides benefits in analysing the existing relationship of variables (Al-Ababneh,2020). The approach is simple enough and adds flexibility in managing the data accurately to gather accurate results. The deductive approach has been used to maintain the logical reasoning of the concept and allows a more convenient process of research. The selected approach has helped in managing the general assumption about the topic and helped to apply core logic for achieving accurate results. Contrastingly, inductive, and abductive approaches are rejected due to their drawback in managing bias- free data and the high consumption of time in research. 

3.4 Research design 
The research has employed a descriptive design to guide the process. The simplicity and the high flexibility of the design have supported maintaining the steps of research accurately. Descriptive design has allowed to thoroughly investigate the topic and associated problems of the research (Mishra and Alok, 2022). Descriptive design is comparatively less expensive and less time consuming in comparison to other design, such as exploratory and explanatory. The design has provided benefits in analysing the key facts of the research topic and gathering in- depth information about the selected topic. Exploratory and explanatory designs are not selected based on their drawbacks in the management of data accuracy and data management.

[bookmark: _Toc154686237][bookmark: _Toc154686580]3.5 Research method 

The primary qualitative method has been employed to collect real life information from selected respondents, ensuring accuracy in both the data collection and management processes (Pandey and Pandey ,2021). This approach, known for its flexibility, facilitated the selection of corresponding respondents and the collection of authentic information. 

[bookmark: _Toc154686238][bookmark: _Toc154686581]3.6 Validity of research 

The validity of data in primary research is important, which allows for maintaining the authenticity of data sourced and result (Snyder,2019). The research has followed a synchronised order of data collection process to maintain flexibility in the research process. All the data thoroughly checked to determine the validity before analysis. Eliminating erroneous secondary data in the research has enhanced the accuracy of the results that have improved the validity of research.

[bookmark: _Toc154686239][bookmark: _Toc154686582]3.7 Research strategy 

Ethnography proves highly effective for a comprehensive exploration of the daily lives of IT professionals, encompassing both physical and virtual environments. This research involved physical immersions in IT companies, virtual engagements in online IT communities, and e – team meetings for firsthand observations of workplace cultures, team interactions, and project dynamics. Video call added a real – time, personalized dimension to understanding IT professionals’ experiences. In addition to observational data, semi- structured interviews with IT professionals were conducted to gain personal insights into their roles, challenges, and collaborative processes.

[bookmark: _Toc154686240][bookmark: _Toc154686583]3.8 Data collection methods


The research has employed a primary data collection method, emphasizing the importance of maintaining result accuracy. Primary research is crucial for gathering authentic details to enhance overall research precision (Braun et al., 2021). A simple and flexible process of data collection has helped to collect that data accurately in the study. Semi – structured interview was used to collect primary data, and a sample size of 15 participants, including HR professionals from UK organization, was selected for this interview.
The interview process facilitated the collection of rich and in – depth information from respondents regarding leadership styles and existing emotional intelligence. The secondary data collection was rejected as it is comparatively time- consuming nature and sometimes provides erroneous information. 
Participants were selected from a few small and medium-sized enterprises (SMEs) such as Hopin, Matilion and Revolut (refer to table1). Advanced permission from company managers and the HR personnel was obtained to pre-emptively address any issues during the interview (refer to appendix 1). 

[bookmark: _Toc154686241][bookmark: _Toc154686584]3.9 Data analysis methods 

The study exclusively adhered to the Thematic Analysis (TA) process to accurately manage and analyse qualitative information. Thematic analysis is a simple method for data analysis that offers flexibility in the accurate management of data sets. The TA process is closely linked to theoretical frameworks and contributes to accurate data analysis (Braun and Clarke, 2019). TA proved advantageous in managing large sets of interviews and deriving accurate codes from them. It not only supported the research questions but was also instrumental in identifying patterns within the dataset. This strategic approach facilitated accurate data management and the collection of accurate results after analysis.



[bookmark: _Toc154686242][bookmark: _Toc154686585]3.10 Ethical aspects 

The research has followed all the ethics appropriately to maintain the authenticity of the research process. The Data Protection Act 2018 of UK has been applied in the study to protect the details of the participants who have participated in the data collection process (Gov.uk, 2023). Data of the participants and their responses were securely stored in locations, such as in the pen drives and could resources each protected by robust passwords. Such security has eliminated the misuse of the data for commercial purposes. Consent from participants was obtained before conducting the interview process. 

[bookmark: _Toc154686243][bookmark: _Toc154686586]3.11 Chapter summary 


The chapter in the research has provided in-depth information associated with the research tools that are utilised in analysing the research data. This includes a detailed process of data collection, along with the selected strategy of data analysis. The role of the ethical aspects of safeguarding participant details is properly discussed in this chapter.
With the conclusion of this chapter, the focus shifts to a meticulous examination of the collected data and the ensuing analysis. The next chapter delves into the results, offering a comprehensive exploration that significantly contributes to the overall objectives of this research.





	P 
	Gender
	Age
	Position / Job title
	Company

	1
	Male 
	32
	Head of HR 
	Revolut

	2
	Male
	35
	 Recruitment manager 
	Revolut 

	3
	Male 
	48
	Team leader (teach department)
	Revolut 

	4
	Female  
	53
	CFO
	Revolut

	5
	Male
	32
	Talent acquisition specialist 
	Matillion

	6
	Male
	30
	Department manger 
	Matillion

	7
	Male 
	44
	HR director
	Matillion

	8
	Male 
	26
	Employee (junior level)
	Revolut 

	9
	Female 
	37
	Department manager 
	Revolut

	10
	Female
	39 
	Data scientist 
	Matillion 

	11
	Female 
	28
	Employee
	Matillion

	12
	Female
	40
	Costumer support team leader 
	Matillion

	13
	Male
	38
	Employee (marketing)
	Hopin

	14
	Female 
	31
	Software engineer 
	Hopin

	15
	Male 
	39
	HR business partner
	Hopin



                      Table 1: Participant Demographics and Job Information







[bookmark: _Toc154686244][bookmark: _Toc154686587]                 CHAPTER 4 : DATA ANALYSING AND FINDINGS 

[bookmark: _Toc154686245][bookmark: _Toc154686588]4.1 Introduction 

This section will provide details of the data analysis along with results for determining the role of leadership styles and EI in recruitment. Detailed analysis of the interview data will be performed in this section.

[bookmark: _Toc154686246][bookmark: _Toc154686589]4.2 Data results and findings 

[bookmark: _Toc154686247][bookmark: _Toc154686590]4.2.1 Theme 1: Good leadership styles and EI are necessary for managing recruitment process in technology sector.

The interview analysis indicates that most of the respondents agreed with the fact that good leadership style and EI are important. Effective leadership styles allow HR executives to maintain innovation in recruitment and eliminate issues such as bias, data-poor data handling and candidate segmentation issues (Harb, Hachem and Hamdan 2021). The analysis reveals that a significant number of participants acknowledge that their leadership and EI skills have supported candidate management during recruitment process.
 Several participants in this interview have supported that EI can motivate candidates, improve integrity in recruitment, define a clear vision and encourage passion. EI supports maintaining good cooperation and handling different non-verbal communication with candidates during recruitment (Lubbadeh 2020). The outcome from the interview indicates that participants have supported that empathy is necessary to support the candidates and help them understand key activities in recruitment.
For instance, P1 stated that ‘time management, empathy and others to support candidates during recruitment’ are important. However, P6 stated that: “leadership style helps in managing different recruitment tasks”.

[bookmark: _Toc154686248][bookmark: _Toc154686591]4.2.2 Theme 2 : HR executives and leaders follow different leadership styles for candidate recruitment process.

The topic focused on analysing the different leadership styles that HR professionals in UK technology organisations adopt to manage the recruitment process. Participants stated that they implement transformational, transactional, democratic, and authoritarian leadership styles when recruiting candidates.
Transformational leadership style is considered important because it allows individuals to maintain a clear vision and goals while encouraging professional development (Atan and Mahmood, 2019). Some interview participants expressed support for the democratic leadership style, especially for making immediate decisions and providing support to candidates at every stage of the recruitment process. The democratic leadership style is considered effective because it helps to build strong relationships within the organisation (Porfírio et al., 2021).
Additionally, some participants suggested a preference for authoritarian leadership to maintain rigour in the recruitment process.
The respondents' leadership styles reflect different approaches to team management. While P2 focuses on inspiring and motivating employees, P4 prioritizes quick decision-making and maintaining control. For instance, P4 stated as follows:
“I follow transformational leadership style as it helps me in clearing my vision ad goals during candidate selection especially for beneficial of organisation.”

[bookmark: _Toc154686249][bookmark: _Toc154686592]4.2.3 Theme 3: Supportive organisational culture, empowerment and training can help in applying leadership style and EI during recruitment.

The theme provides insights into the participants' responses regarding the key factors that have helped them in maintaining leadership style and EI during recruitment. A supportive organisational culture is important for providing flexibility to the employees in maintaining performance (Goleman 2021). The majority of respondents affirmed that the good workplace culture in their organisations has helped them in freely implementing leadership skills and EI to support candidates during the recruitment process. However, some of the participants have replied that toxic environments and conflict hamper maintaining creativity during the recruitment process in the technological sector.
[bookmark: _Toc154686250][bookmark: _Toc154686593]Participants recognize the impact of organizational factors on leadership styles, with P 3 focusing on positive aspects like staff demographics, while Participant 11 addresses challenges related to conflict.


[bookmark: _Toc154686251][bookmark: _Toc154686594]4.2.4 Theme 4: Strengths and weaknesses of HRs strongly influence the recruitment process in technology sector of UK.

This theme has provided information about the key strengths and weaknesses of HR that influence the recruitment process. Good communication and decision-making abilities are key skills that support HR in maintaining error-free recruitment (Moldoveanu and Narayandas 2019). The maximum number of participants noted that possessing strong communication skills along with self-awareness, attributing these qualities to their success in maintaining effective recruitment processes. 
In addition, some participants emphasised the possession of strong self-regulation skills, creativity, and empathy, which they find useful for managing candidate requirements and simplifying the recruitment process.
While P1 emphasizes self-awareness and technology skills, P7 highlights a broader skill set, including experience and supportiveness, showcasing versatility in their approach to recruitment.

[bookmark: _Toc154686252][bookmark: _Toc154686595]4.3 Discussion 

The interview analysis is effective enough for determining the real-life experience of HR in recruitment in the technology sector of the UK. Theme 1, supported by participants responses, highlights the perceived benefit of strong leadership skills in improving the recruitment process. According to Badibanga and Ohlson (2021), strong leadership skills among HR leaders contribute to enhanced employee engagement, foster a positive work environment, and address obstacles in employee management. The literature review indicates that good leadership and EI skills in HR can help to maintain self-control and adjust to situations easily during recruitment (Kim and Park, 2020).
However, Milhem, Muda and Ahmed (2019) have opined that leadership and EI skill issue of HRs during recruitment can demotivate the candidates and causes a dilemma in this recruitment process. Therefore, based on the primary data analysis and the literature outcome, it can be determined that good leadership and EI skills of HR can simplify the recruitment process in the technology sector and eliminate errors in the skilled candidate selection process (Fig 4.1). 
 HR executives can leverage the TLT theoretical framework to identify motivational factors and strategies for attracting candidates. Further, the application of this theoretical concept can allow HR to align recruitment practices with organizational goals, facilitating the selection of suitable candidates. The primary data analysis and the literature review support the first two objectives, emphasizing the significance of EI and leadership styles in HR for successful recruitment. 

               
              [image: ]


                             Figure 4.1: Advantages of good leadership during recruitment
                                                         (Source: Created by author)

Theme 2 is based on the analysis of different leadership styles that HR uses during candidate recruitment in the technology sector of the UK. Major numbers of respondents in this interview have responded that they have employed transformational leadership during the recruitment process. According to Asbari (2020), highlights the effectiveness of the transformational leadership style in maintaining a clear vision for any task, facilitating strong communication management and encourages passion (fig 4.2).
The literature review further supports that transformational leadership style is effective for changing individuals, social system, or any organisational functionalities effectively by encouraging employees (Fries, Kammerlander and Leitterstorf 2021). Likewise, Berkovich and Eyal (2021) have opined that transactional leaders support and motivate others along with clarifying the job roles to eliminate any future issues. Henceforth, it can be considered that HR in technology sector organisations needs to select a specific leadership style for managing the challenging recruitment process. The democratic style is again effective for HR as it supports maintaining the commitment of HR to maintaining an accurate recruitment process and selecting best-fit candidates for the post. 
Situational leadership theory is suggested as an effective approach for HR professionals, allowing them to implement the concept and adopt leadership style based on the situation. This concept allows the leaders to effectively understand the situation and improve strategies to enhance the recruitment process.
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                            Figure 4.2: Advantages of transformation leadership
                                                  (Source: Created by author)


Theme 2 analyses the different leadership styles used by HR professionals when recruiting candidates in the UK technology sector. A considerable number of respondents favour the use of transformational leadership, citing its effectiveness in promoting clear vision, communication, and passion. Furthermore, the theme addresses the role of emotional intelligence (EI) in managing the emotions of others and candidates during selection. EI skills, as highlighted by Dirican and Erdil (2020), facilitate the interpretation of responses and skillful management of interactions through emotion regulation. The literature warns that leaders' poor EI skills can hinder candidate inspiration (Sousa and Rocha, 2019). HR professionals in the technology sector are encouraged to enhance their EI skills to manage employees and improve the hiring process, aligning with the third objective supported by both primary data analysis and the literature review.

The third theme is based on the key factors that strongly influence the recruitment process and the implementation of HR leadership skills. According to the literature review, the recruitment stages are the identification of accurate candidates, attraction, screening, selection, interviewing, hiring, and onboarding. According to Wood et al. (2020), supportive organisational culture and HR empowerment are important to support HR in decision-making during recruitment.
Conversely, a lack of a supportive workplace culture as suggested by Asatiani et al. (2021), can lead to conflict and hinder decision- making in recruitment.
 Azeem et al. (2021) argued that a toxic workplace culture creates barriers for HR to freely make recruitment decisions. Therefore, technology organisations in the UK need to offer HR flexibility in recruitment and provide accurate job information to eliminate recruitment problems. Poor culture hinders recruitment stages such as candidate identification, attraction, screening, selection, and final interview.
Human Resources organisations can use the Capability Model to encourage positive traits, communication resilience and stress management in the recruitment process. The application of this concept can enable HR to determine gaps in planning, eliminate problems and improve the hiring process. The primary data analysis and literature review indicate support for the fourth objective and help to analyse the role of HR in managing these key stages of recruitment using EI together with leadership skills.

Theme 4 is centred on identifying key strengths and weaknesses that can influence the leadership styles of HR during recruitment. The theme informs that participants weaknesses and strengths strongly impact their leadership approaches.
According to Megheirkouni and Mejheirkouni (2020), good communication skills are important to providing accurate information to others and motivating them (fig 4.3). The outcome from the literature shows that accuracy in information sharing during recruitment can eliminate doubts of candidates along with simplifying the recruitment process (Muduli and Trivedi 2020). 
On the other hands, Porfírio et al. (2021) have opined that poor communication can confuse the candidates regarding the post requirements and recruitment stages, which enhances erroneous candidate selection. The conclusion drawn is that HR executives in the technology sector should focus on improving their communication skills to foster effective collaboration with candidates, thereby enhancing the recruitment process. 

               [image: ]

              Figure 4.3: Key leadership skills for recruitment strategy improvement
                                                     (Source: Created by author)


As per the data analysis, some of the participants acknowledged a lack of critical thinking, creativity and time management skills which hampers the effective recruitment process. According to Lee et al. (2020), leaders ‘s creativity in the candidate testing and selection process provides benefits to organisations in recruiting accurate candidates for the positions . The literature review shows that active listening skills, emotional attachment, empathy, and good leadership are key EI skills of HRs that allow error-free recruitment (Dirican and Erdil 2020). 
Contrastingly, Ali, Wang and Johnson (2020) have opined that the lack of time management, empathy and critical thinking ability of leaders can create barriers in recruitment stage management. 
Therefore, HRs in the technology sector of the UK need to utilise their leadership and EI ability accurately to make the recruitment process error-free. HRs can utilise the situational leadership theory for adopting the leadership style based on the situation. The concept can allow HRs to tackle the candidates during the recruitment and maintain the accurate recruitment process in the technology sector of UK. The primary data analysis and the literature review collectively support the first, second and fifth objectives of the study.

[bookmark: _Toc154686253][bookmark: _Toc154686596]4.4 Summary 

In this chapter, the exploration of the results of the data analysis highlighted the crucial relationship between leadership styles and emotional intelligence in improving the recruitment process in the technology sector. This section facilitated a deeper understanding of these key aspects. 
The next chapter consolidates these findings, culminating in conclusions and providing practical recommendations applicable to practitioners, researchers, and organisations.

       
[bookmark: _Toc154686254][bookmark: _Toc154686597]               CHAPTER 5: CONCLUSION AND RACCOMANDATIONS 


[bookmark: _Toc154686255][bookmark: _Toc154686598]5.1 Summary of findings 

The study has provided complete detail about the role of different leadership and EI for HR functionality development, especially in enhancing the recruitment process. Details about the recent problems in the technology sector regarding recruitment are analysed in this study. The aim and objectives are presented that have set the clear goal of this study. The significance of this study indicates the role of selecting different recruitment processes and leadership styles for enhancing the recruitment process within the technology sector of the UK. Various articles are selected to support the analysis of the role of leadership styles and EI in HR functionalities along with the recruitment process. The study analyses details about authoritarian, democratic, transformational, and transactional leadership styles, including their implementation process and challenges for HR.
TLT, ability model, and situational leadership have supported the analysis. Different methodological tools used in this study for data collection and analysis are thoroughly examined. The role of a primary qualitative data, coupled with thematic analysis, is explored extensively. The data analysis includes the resultant values of responses from the interviewees. The analysis supports the idea that leadership styles and emotional intelligence in HR are essential for enhancing the recruitment process. This study  is particular effective fort he technology sector, providing HR professionals with valuable insights to improve their leadership skills for the improvement of recruitment organisation. 


[bookmark: _Toc154686256][bookmark: _Toc154686599]5.2 Linking research findings with objectives


Objective 1: To analyse the role of emotional intelligence in HR professionals’ interactions to conduct a comprehensive review of relevant literature on leadership styles, emotional intelligence, HR practices, and recruitment process.
The first theme focusses on the analysis of the different leadership styles along with EI and other importance in HR functionaries, especially in the recruitment process. This them provide a detailed analysis of the role of leaders and their strategies in task management. Therefore, the first objective is effective and well-implemented throughout this research.

Objective 2: To analyse the similarities and differences in the relationship between recruitment outcomes, humas resource practices, emotional intelligence, and leadership style in various organisational settings.
Theme 2 is an important one that supports this objective properly. It involves an in-depth analysis of responses from respondents regarding different leadership styles chosen by HR during recruitment. Different types of leadership styles and their details are analysed in the theme and discussion. Therefore, the third objective is accurate and analysed properly throughout the research.

Objective 3: To investigate the key stages of the recruitment process, from job posting through candidate selection.
Theme 3 is directly related to this objective, encompassing and analysis of the recruitment process and the leadership role of HR executive. A detailed examination of various recruitments styles, along with the key functions of HR executives, is conducted within the theme. 
Objective 4 : To explore and improve the relationship between leadership styles and emotional intelligence in the IT sector, providing recommendations for enhancing synergy.
Theme 4 supports this objective as different skills of leaders and HR are analysed in this theme. Different skills that HR need for the recruitment process are analysed in this theme. Therefore, this objective is again important and supported in this research.


[bookmark: _Toc154686257][bookmark: _Toc154686600]5.3 Research finding 

The research exclusively relies on primary qualitative data, especially interviews, to maintain research authenticity and results validity (Al-Abebhen,2020). However, the absence of secondary data in this data analysis strategy poses challenges in gathering in- depth insights on the chosen research topic. Furthermore, the research faces limitation due to a minimal utilization of theory support the analysis. Time constrains have impeded the collection of a broader range of data, while budget limitations have restricted the research interviews only.

[bookmark: _Toc154686258][bookmark: _Toc154686601]5.4 Future research 

Future research on this topic of leadership style and EI, and their impact on HR functionalities and recruitment, can leverage the primary data and authentic results obtained from this study as a reliable secondary source. The credibility of secondary sources is important for maintaining accuracy in research (Braun et al. 2021). Future research may benefit from increasing number of participants in interviews to gather a wider range of information. Further, incorporating a primary survey may enhance the authenticity of the research. Future research may also expand the use of a wider range of secondary resources and theories to provide in-depth support for the result.


[bookmark: _Toc154686259][bookmark: _Toc154686602]5.5 Recommendations 

 Recommendations for practitioners on improving the relationship between leadership styles and emotional intelligence in the IT industry:
•	Organisations such as the technology sector in the UK can foster a positive recruitment culture by enhancing the recruitment process. An effective workplace culture can improve employee engagement and flexibility in HR and improve the employee recruitment process (Men and Yue 2019). Henceforth, organisations can manage bias-free selection strategy, punctuality in the selection process and talent-based selection criteria to enhance the recruitment process.
•	The technology-sector organisations can arrange training for HR and its leaders to gather knowledge about leadership styles along with the recruitment process. Training and development enhance skills to handle critical tasks in organisations (Aburumman et al. 2020). Organisations need to arrange advanced training on leadership, EI skill development and training on providing information for the recruitment process. 
•	Proper collaboration and flexibility in the workplace can allow HR professionals to arrange the recruitment process freely. Effective leadership skill is necessary to tackle critical business process (Cortellazzo, Bruni and Zampieri 2019). Flexibility in leadership style application and collaboration will enhance the information sharing process in the workplace. This strategy will clear the doubts of HR professionals regarding recruitment and allow them to maintain a leadership style to simplify the recruitment process.
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[bookmark: _Toc154686262][bookmark: _Toc154686605]  Appendix 1: Interview Transcript


Question 1. Do you think effective leadership styles and EI are necessary to enhance recruitment process in technological sector?
Participant 1: Yes, leadership style is important to select appropriate candidates during recruitment.
Participant 2: Yes, good leadership style helps to manage recruitment tasks accurately in technological sector.
Participant 3: Leadership style is determined as the cornerstone that sets tone for recruitment prices for betterment of organisation.
Participant 4: Leadership and EI can help us to improve the selection process based on the talent of candidates.
Participant 5: Not always as skilled and experienced HRs can easily maintain recruitment process.
Participant 6: Obviously, leadership style helps in managing different recruitment tasks 
Participant 7: Yes, a good leadership skill of HR is an important skill that helps in maintaining link between management and the employee workforce. 
Participant 8: Yes, I believe leadership and EI skills can help to build strong relationship with employees, reduce team stress and improve their job satisfaction
Participant 9: Leadership styles of HR executives can help to motivate candidates, improve integrity in recruitment, define a clear vision and encourage passion during recruitment
Participant 10: Empathy of leaders is necessary to support the candidates and help them to understand key activities in recruitment.
Participant 11: A good leadership and EI skill of leaders and HR in organisations such as technological companies can help to create safe environment for candidates.
Participant 12: My leadership and EI skill has always helped me to solve critical quotations and maintain solution for critical issues during recruitment.
Participant 13: Leadership and EI skill can help to eliminate conflict among candidates and bias during recruitment.
Participant 14: Good leadership skill of HR can help to maintain seamless communication with candidates during recruitment.
Participant 15: I think my leadership and EI skill are beneficial to support candidate, clear their doubts regarding post for recruitment and support in every stapes of selection. 
Question 2. What leadership styles do you prefer for improving recruitment process?
Participant 1: I generally use transformational leadership styles during recruitment as it helps in maintaining integrity in workplace.
Participant 2: I follow transformational leadership style as it helps me in clearing my vision ad goals during candidate selection especially for beneficial of organisation.
Participant 3: I follow authoritarian style of leadership as it has always helped in selecting candidates based on their skills and existing of roles.  
Participant 4: I follow the authoritarian leadership style due to making quick and effective decisions.
Participant 5: I generally follow democratic style of leadership for accurately solving problem during recruitment.
Participant 6: I maintain democratic and transformational leadership as per requirements as t allows to build strong relationship with candidates during recruitment.
Participant 7: I prefer transformational leadership for maintaining critical thinking during recruitment in technology sector. 
Participant 8: Transactional leadership style is the style that I follow for providing easier solution to candidates during recruitment.
Participant 9: I obey authoritarian leadership as it helps me in maintaining strict control during recruitment process. 
Participant 10: I believe that democratic style of leadership is suitable for me in recruitment as it allows maintaining effective strategy of candidate involvement and problem solving. 
Participant 11: I follow transformational leadership for maintaining critical thinking during recruitment in technology sector.
Participant 12: I prefer transformational leadership style as it helps in clearing vision during candidate selection especially.
Participant 13: I implement my transformational leadership skills during recruitment as it helps in maintaining integrity in workplace.
Participant 14: I obey the authoritarian leadership style due to making quick and effective decisions along with control the recruitment process.
Participant 15: I follow democratic style of leadership as it allow maintaining effective strategy of candidate involvement and problem solving.
Question 3. As per your views, what are the key factors that have influenced you in maintaining leadership styles and EI along with whether your organization need to improve recruitment stages?
Participant 1: Supportive organisational culture in my organisation has motivated me to implement my leadership and EI skills. Yes, my organisation still needs to enhance recruitment policies. 
Participant 2: Presence of different communication channels such as online and offline has influenced in properly maintaining communication. Yes, my organisation needs to simplify the recruitment process in future.
Participant 3: Staff demographics and traits are the key factors that have influenced me in maintaining leadership style and EI. However, my organisation needs to innovate the skilled-based recruitment strategy for maintaining accuracy in recruitment.
Participant 4: Organisational culture has key role in maintaining leadership style of an individual and my organisation has a supportive culture that supports in implementing good leadership skills during recruitment. 
Participant 5: Supportive Organisational culture has helped me to maintain my leadership style and EI during recruitments. However, proper policy if recruitment is still required for maintaining accuracy in candidate recruitment.
Participant 6: I guess trust of the supervisors have motivated in maintaining leadership styles and EI during recruitment. 
Participant 7: Good support from the organisation has influenced me in implementing my existing leadership skills during recruitment. 
Participant 8: My organisation’s supportive culture has helped in implementing good leadership styles during recruitment.
Participant 9: Training and development of HR executives regarding recruitment strategy management have allowed maintaining candidate empowerment strategy that have helped in maintaining leadership styles. 
Participant 10: Empowerment from the organisation has helped in maintaining leadership style and EWI during recruitment.
Participant 11: Sometimes conflict and toxic workplace environment has negatively influenced the decision-making in leadership. Organisations need to improve conflict management strategy for better recruitment process. 
Participant 12: My organisation’s culture has supported me in implementing good leadership styles during recruitment.
Participant 13: The clear vision and goals of organisation has helped me in selecting specific leadership style during recruitment of appropriate candidates.
Participant 14: Organisation culture and employee support has helped in successfully implement leadership skill during candidate recruitment.
Participant 15: As per my view, organisation’s flexible culture has supported me in implementing good leadership styles during recruitment.
Question 4. What are your strengths and weakness that has helped you in enhancing recruitment process in technology sector as a HR?
Participant 1: My self-awareness skills on technology field and experience have helped in improving recruitment process.
Participant 2: I have a good communication skill that has helped in maintaining seamless communication with candidates during recruitment whereas decision-making ability is still needs to be improved.
Participant 3: I provide inspiration to the candidates for performing better and supports that shows my leadership and EI skills.
Participant 4: I think self-regulation and social skills are two important skills that an HR need for betterment of recruitment process.
Participant 5: I have a good communication ability to become a good leader; however, I still need to be strict enough during candidate selection. 
Participant 6: I have a good skill of communication and information sharing that has helped in sharing recruitment details to candidates whereas I need to enhance my time management skills. 
Participant 7: I am well experienced and have a good knowledge of all skills such as time management, empathy, and others to support candidates during recruitment.
Participant 8: I think I am supportive enough that helps candidates to frankly behave with me however, I still need to enhance my awareness on technical field.
Participant 9: I guess my communication style and honesty are key skills that have helped to manage recruitment process accurately. 
Participant 10: My creativity and empathy skills are supportive as a leader whereas my time-management skill is a weakness that negatively influences weaknesses. 
Participant 11: My prominent communication skill is a significant strength that has helped me to maintain leadership styles and EI during recruitment. 
Participant 12: My self-regulation and experience are having helped in maintaining a betterment recruitment process in technology sector.
Participant 13: I have good knowledge on technology, and I can easily motivate candidates during recruitment. However, I still need to enhance my creative thinking ability.
Participant 14: I have a good skill of communication that has helped in sharing recruitment details to candidates whereas I need to enhance my time management skills.
Participant 15: I am self-aware, and my enormous experience has helped in improving recruitment process.
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SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒
	NO
	☐

	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☒
	18/11/2023

	
	
	Institute Research Committee
	☐
	

	
	
	Other (write in)

	☐
	



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

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒

	2
	UWTSD Research Data Management Policy
	☒

	3
	[List any other relevant documents here]
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☒

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☒

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☒

	7
	
	Employed
	YES
	☐
	NO
	☒

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☒

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☒
	NO
	☐




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☒

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




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




SECTION E: Details of Research Activity
	1
	Indicative title:
	EXPLORING LEADERSHIP STYLES AND EMOTIONAL INTELLIGENCE: THEIR SIGNIFICANCE IN HR AND THEIR INFLUENCE ON THE RECRUITMENT PROCESS.

	2
	Proposed start date:
	14.10.2023
	Proposed end date:
	28.12.2023

	
	·  This research investigates the critical intersection between emotional intelligence (EI) and leadership skills in human resource (HR) management during the recruitment process. The central objective of this study is to illuminate the central role that HR managers' leadership skills and emotional intelligence play in shaping a constructive and effective recruitment process.

	3
	Purpose of Research

The main purpose of this research is to emphasise the indispensability of leadership skills in HR, in particular to provide constructive feedback to candidates, facilitate their placement and ensure precise management of each stage of the recruitment process.



	4
	Research Question

•How the interplay among leadership styles, emotional intelligence and HR practices influences recruitment outcomes, and what evidence exists across diverse organisational contexts?

•In the context of HR, why is emotional intelligence considered indispensable, and to what extent does it shape interactions with candidates, colleagues, and team members during various stages of the recruitment process?

•Within the IT industry, how does the intricate relationship between leadership styles and emotional intelligence influence HR practices, particularly in the context of recruitment outcome?

•What are the critical components of emotional intelligence, such as self-awareness, self- regulation, empathy, and social skills, and how do these aspects contribute to effective HR practices in key of the recruitment process?


	5
	Aims of Research Activity

[bookmark: _Hlk153403538]The objective of this study is to conduct a comprehensive examination of the interplay between leadership styles and emotional intelligence, with a particular emphasis on their combined impact within the realm of human resources, specifically within the recruitment processes of the information technology (IT) industry in the UK.


	6
	Objectives of Research Activity

•To analyse the role of emotional intelligence in HR professionals’ interactions to conduct a comprehensive review of relevant literature on leadership styles, emotional intelligence, HR practices, and recruitment process.
•To analyse the similarities and differences in the relationship between recruitment outcomes, humas resource practices, emotional intelligence, and leadership style in various organisational settings. 
•To investigate the key stages of the recruitment process, from job posting through candidate selection.
•To explore and improve the relationship between leadership styles and emotional intelligence in the IT sector, providing recommendations for enhancing synergy.



	
	Proposed methods 


	7
	
The primary qualitative method has been employed to collect real-life information from selected respondents, ensuring accuracy in both the data collection and management processes.


	
	Location of research activity
Identify all locations where research activity will take place.

	8
	
Virtual engagements in online IT communities and electronic team meetings to observe first-hand workplace cultures, team interactions and project dynamics. Video calling has added a personalised, real-time dimension to understanding the experiences of IT professionals.

	
	Research activity outside of the UK

	9
	The research has been conducted inside the UK.



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	




	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☒
	☐

	13
	A resilient Wales
	☒
	☐

	14
	A healthier Wales
	☒
	☐

	15
	A more equal Wales
	☒
	☐

	16
	A Wales of cohesive communities
	☒
	☐

	17
	A Wales of vibrant culture and thriving Welsh language
	☒
	☐

	18
	A globally responsible Wales
	☒
	☐

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☐
	☒

	2
	Use of interviews?
	☒
	☐

	3
	Use of focus groups?
	☐
	☒



	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☒
	☐

	7
	Participant observation with their knowledge?
	☒
	☐

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☒

	
	
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 


SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☒
	☐

	
	Fifteen participants, including Human Resources representatives from organizations in the UK, have been chosen.

	
	




	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	Fifteen participants

	11
	Who will the participants be?

	Human Resource and professional from UK organisation 



	12
	How will you identify the participants?
	Thematic Analysis will be chosen for its systematic approach and association with theoretical frameworks, anticipating its effectiveness in managing qualitative data, developing codes, and supporting the research questions.




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☒
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☒
	☐
	☐

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

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

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

	
	





	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

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

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

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

	28
	If YES to any question, please provide full details 

	
	





SECTION H: Anticipated Risks

	
	[bookmark: _Toc154686264]Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

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

	[bookmark: _Toc154686265]1
	[bookmark: _Toc154686266]Full risk assessment completed and appended? 
	[bookmark: _Toc154686267]Yes 
	[bookmark: _Toc154686268]☐

	
	
	[bookmark: _Toc154686269]No
	[bookmark: _Toc154686270]☒

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

	
	Risk to participants:
Time and effort risk 
Emotional or Psychological Risks
Data security risk 
Emotional risk 

	How you will mitigate the risk to participants:
1. to reduce the risks of time and effort for participants, provide clear communication about the planned commitment, offer flexible scheduling options, and streamline study procedures.
2. To minimise emotional or psychological risks for participants, it is necessary to incorporate thorough debriefing mechanisms and ensure that informed consent includes detailed information on potential emotional challenges.
3. To reduce data security risks, implement secure data storage protocols and establish strict access controls to protect the information of research study participants.
4. To address emotional risks, clear protocols for debriefing participants will be established, access to support resources should be provided, and a compassionate and respectful approach should be prioritised throughout the research process.




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

	
	


(this box should expand as you type)

	4
	Risks to the investigator


	
	Risk to the investigator:

1.Ethical concern
2.Personal well being 
3. Time management 


	How you will mitigate the risk to the investigator:

1. Ensuring that everyone is well informed about the ethical guidelines related to their field.
2. Encourage regular checks and create an open channel of communication for investigators to express their concerns.

3. Develop a well-structured schedule, prioritise tasks and set achievable milestones to ensure a balanced workload.






	
	Risk to the investigator:

1.Ethical concern
2.Personal well being 
3. Time management 


	How you will mitigate the risk to the investigator:

4. Ensuring that everyone is well informed about the ethical guidelines related to their field.
5. Encourage regular checks and create an open channel of communication for investigators to express their concerns.

6. Develop a well-structured schedule, prioritise tasks and set achievable milestones to ensure a balanced workload.



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

	
	Risk to the University:

 1.Reputational risks
 
 2. Data security 





	How you will mitigate the risk to the University:

1. proactive communication, crisis prevention and continuous monitoring to safeguard the positive image of the institution and uphold its values.


2. all the data are password-protected servers and databases for storing research data, limiting access to authorized personnel only.



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

	
	Risk to the environment:

This research does not involve physical experiments, hazardous materials, or significant consumption of resources. The study mainly involves online data collection and analysis, minimising the potential impact on the environment.
 
	How you will mitigate the risk to environment:







	
	Disclosure and Barring Service

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

	NO

	N/A


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

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



SECTION I: Feedback, Consent and Confidentiality

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

	
	
Participants will be provided with a comprehensive debriefing session at the conclusion of the study. The debriefing will include the following elements: 
- Participants will receive a detailed overview of the study
- Participants will be assured of the confidentiality measures in place, and any concerns related to data security will be addressed.
- Participants will be informed about the general findings and outcomes of the study without compromising the confidentiality of individual responses.






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

	
	
Potential participants will be provided with a comprehensive information sheet that outlines the purpose of the study, the procedures involved, the anticipated duration of their involvement, and any potential risks or benefits associated with participation. The information sheet will be written in clear and accessible language, avoiding jargon, and will include the researcher's contact information for further inquiries.



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

	
	
Participant anonymity will be preserved using unique identifiers, and all personally identifiable information will be kept confidential.
Participants will be assured that their data will be handled with the utmost privacy and destroyed after the specified retention period.





SECTION J: Data Protection and Storage

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

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

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

	2
	


(this box should expand as you type)

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

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





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

	4
	


(this box should expand as you type)



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

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

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☒
	☐

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

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☐

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

	
	
The collected data is securely stored in password-protected electronic databases with restricted access. Sensitive information is encrypted during transmission and storage. Anonymization and pseudonymization techniques are used for privacy protection. Access to data repositories is controlled through password protection, and access rights are tailored to specific roles. 




	
	Data Protection

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

	13
	Electronic transfer of data in any form?
	☒
	☐

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

	15
	Sharing of data with other organisations?
	☐
	☒

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

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

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

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

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

	
	The data will be sent exclusively through channels that are secure and encrypted, mitigating the risk of unauthorized access or interception.
In addition, access controls and authentication measures will be put in place to ensure that only authorised persons can send or receive data electronically. Electronic data transfers will be monitored and audited on a regular basis to maintain compliance with data protection laws and to promptly address any security concerns.



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

	
	
The researcher only



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

	
	
The researcher only



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

	
	
Data of the participants and their responses will be securely stored in locations, such as in the pen drives and could resources each protected by robust passwords


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

	
	
No. 

(

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

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



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

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

	1
	Signature of applicant:
	Anna Buonocore
	Date: 18/11/2023




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	
	Date:

	3
	Signature:
	

	



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

	5
	Signature:
	

	



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

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

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

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

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

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

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



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

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



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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APPLICATION FOR ETHICAL APPROVAL     In order for research to result in be nefit and minimise risk of harm, it must be con ducted ethically. A  researcher may   not be covered by the University’s insurance if ethical approval has not been obtained  prior to commencement.     The   University  follows the OECD Frascati manual  defin ition of  research activity :  “creative work undertaken  on a systematic basis in order to  increase the stock of knowledge, including knowledge of man, culture and  society, and the use of this stock of knowledge to devise new applications”. As such this covers activities  undertaken by members of staff, postgraduate research students, and both ta ught postgraduate and  undergraduate students working on dissertations/projects.     The individual undertaking the research activity is known as the “principal researcher”.     Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing  within normal educational requirements, and literary or artistic criticism.     Please read the notes for guidance before completing ALL sections of the form.     This form   must  be completed and approved prior to  undertaking any  research activity.   Please see  Checklist   for details of process for different categories of application.       SECTION A: About You   (P rincipal  R esearcher )  

1  Full Name:  Anna Buonocore  

2  Tick all  boxes that   apply:  Member of staff:  ☐  Honorary research  fellow:  ☐  

 Undergraduate Student  ☒  Taught Postgraduate  Student  ☐  Postgraduate  Research Student  ☐  

 

3  Institute / Academic  Discipline /Centre:    Trinity Saint David   

4  Campus:  London    

5  E - mail address:  2022563 @student.uwtsd.ac.uk    

6  Contact  Telephone Number:    02071277400  

 For students:  

7  Student Number:  2022563  

8  Programme of Study:  BABM Business Management   

9  Director of Studies/Supervisor:  Dr.  Olusoyi Ashaye  
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SECTION K: Declaration
“The information which I have provided is correct and complete o the best of my knowledge. | have |

attempted 1o identiy any risks and issues related 1o the research actity and acknowledge my
obiigations and the ights of the partiipants.

I submiling this applcation | hereby confirm that | underlake to ensure that the above named
research activity will meel the Universiy's Resaarch Ethics and Intagrity Code of Practice which is
published on the websit: hitos:/www.uisd.9¢ U researchgsearch-athics]

T e 12023
1| Signature of applicant: | Ama Buonocare << s~

For STUDENT Submission:
5 | Dieciorof
2| Studies/Supervisor:

For STAFF Submissions:
‘Acadeic Director/ Assistant
Dean

5 | Signature

Checklist: Please complete the checklst below o ensura that you have complated the form according fo the
guidelines and attached any required documentation

1 have read the guidance notes supplied before complting the form.

1 confirm that the research actvty has received approval n principle

1 have attached a copy of finallinterim approval from exteral organisation (where appropriate)
1have attached a ful isk assessment (where appropriate) ONLY TICK IF YOU HAVE
ATTACHED A FULL RISK ASSESSMENT

1 understand thal tis my responsibilty o ensure that the above named research activiy wil meet
the Universit's Research Ethics and Integrity Code of Practice

| understand thal before commencing data collection ll documents aimed at respondents
(including information sheets, consent forms, questionnaires, nterview schedules elc.) must be.
confirmed by the DoS/Supervisor, module tulor or Acaderic Director

RESEARCH STUDENTS AND STAFF ONLY.
ANl communications relating 1o this application during fs processing must be in wrting and emalled to

B . with the tle Ethical Approvar'followed by your name.
‘You wl be informed of the outcome of your cai by email therefore I is mportant that you check your
University and personal ermal accouns regularly.
'STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submil s form
(and receive the outcome) via systems expleined to you by the superv

P2 Etnical Approval Form

(=] 51%
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   Rhif Adnabod Cyfranogwr:    Participant Identification Number:   

  FFURFLEN GANIATÂD CYFRANOGIAD    PARTICIPATION CONSENT FORM  

Teitl Y Prosiect: /   Project Title:    EXPLORING LEADERSHIP STYLES AND EMOTIONAL INTELLIGENCE: THEIR SIGNIFICANCE IN HR AND  THEIR INFLUENCE ON THE RECRUITMENT PROCESS    

Enw'r   Ymchwilydd   /  Name of Researcher:                                                               ANNA BUONOCORE   

 

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

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

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

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

5  I agree to take part in the above study.    YES  

Name of  Participant     Signature  

Researcher    ANNA BUONOCORE   Signature  
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