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[bookmark: _Toc216809576][bookmark: _Toc216809713]Abstract
This paper investigates how the hiring process affects employee fulfilment, organisational performance and retention in one small dentistry in the United Kingdom, Borough Dental Care. Based on the Psychological Contract Theory, Social Exchange Theory, and Job Embeddedness Theory, the study examines the effects of the recruitment experiences on initial perceptions and work satisfaction and commitment. An interpretivist, inductive and exploratory qualitative design was employed wherein ten employees were interviewed using semi-structured interviews, and the data were  analysed thematically. The results indicate that job information transparency, equal treatment in the recruitment process, and conducive onboarding have a strong impact on fulfilment, loyalty and performance preparedness. On the contrary, unmet expectations and failure to communicate repeatedly undermine the trust and add to early dissatisfaction. The work adds to the scanty literature on recruitment processes in small healthcare facilities and offers feasible advice on enhancing job preview, the structure of onboarding and culture fit evaluation. It concludes that the process of recruitment is a strategic process that has a major influence on workplace stability and operational efficiency. 
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[bookmark: _heading=h.maph51b8pt31][bookmark: _Toc215835545][bookmark: _Toc216724568][bookmark: _Toc216725787][bookmark: _Toc216809071][bookmark: _Toc216809199][bookmark: _Toc216809578][bookmark: _Toc216809715]1.1 Chapter Overview
In this chapter, the research study is presented through the background, problem context, research aim, objectives, and questions. It explains the importance of the subject matter and justifies its importance in the field of theory and practice of business and human resource management. The chapter ends with a summary of the overall structure of the dissertation and how the other chapters develop out of each other and provides the purpose of the research.
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The ability to attract, retain and develop skilful employees whose values and motivation are in line with the organisational objectives is the determinant of success and sustainability of any organisation. Recruitment is not a simple staffing exercise, but it is the core of organisational culture, participation of employees and performance in general (Armstrong and Taylor, 2020). Over the last few years, especially in the period between 2020 and 2025, organisations in all fields have been facing more difficulties in their talent acquisition and retention as the needs of the employees are changing, remote working becomes more popular, and skills deficits occur (Brewster, Chung and Sparrow, 2023). In the field of healthcare, including dentistry, such issues have escalated since the COVID-19 pandemic, and the number of qualified people in the area has grown in terms of competition (British Dental Association, 2023; Turkistani, Radford and Louca, 2025).
The problems are similar to those of Borough Dental Care UK, which is a small yet growing dental practice (Clark et al., 2025). Although it has a favourable organisational image and customer satisfaction, it has had a challenge in employee retention, particularly of dental nurses and administration personnel, within the last few years. Initial allusions indicate that the problem could be related to the inconsistencies in the hiring process, mismatched expectations, and lack of onboarding practice. In this regard, there is an increasing necessity to determine how recruitment experience affects the level of fulfilment among employees, their choices to stay with the organisation, and the resultant level of performance.
The first psychological contact between the employee and employer is the recruitment. It influences values of fairness, culture in an organisation and value congruency (Aly and Alnajjar, 2025). Transparent and inclusive, and well-structured recruitment will lead to motivation and commitment, but instead, bad processes or lack of clarity may lead to unmet expectations, disengagement, and turnover (Osman and Adiguzel, 2022). Thus, the study of the topic in the framework of a healthcare service provider is not only timely, but also required to solve the current workforce sustainability problems and enhance organisational performance.
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The issue of retaining and satisfying workers is still high in the UK dental industry. The British Dental Association (2023) states that lack of professional development, role ambiguity, and poor first impressions of recruiting practices are known to be the main reasons why many dental practices are unable to retain competent workers. Similar issues have been raised at Borough Dental Care through anecdotal information and informal staff suggestions, where some employees noted that they were not fully oriented to the reality of the position or the organisational atmosphere during the hiring and onboarding process.
The fundamental issue is that the mismatch between the process of hiring and the expectations of the employees may frustrate motivation and engagement. In case the initial experiences of employees are not consistent with their expectations, a violation of the psychological contract takes place, and fulfilment, retention, and performance become lower (Turnley and Feldman, 2021). Although the importance of this problem is obvious, there is a lack of studies on the interaction of the recruitment practices with the results of the employees in the small healthcare organisations, especially in the dental practice. This research paper thus aims at bridging this gap by examining the effects of the hiring process at Borough Dental Care on the fulfilment, retention, and overall performance of the organisation.
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This research will seek to understand how the hiring process affects employee fulfilment, retention, and performance on the whole at Borough Dental Care UK.
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· To test the perception of the current hiring and onboarding process at Borough Dental Care among employees.
· To investigate the connection between recruitment experiences and the fulfilment of employees.
· To explore the effect of hiring practices on employee retention and performance.
· To suggest the areas of improvement in recruitment strategies with regard to employee satisfaction and organisational performance.
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1. What are the perceptions of the employees in Borough Dental Care regarding the current hiring process?
2. How do the recruitment activities influence employee satisfaction and retention?
3. What is the effect of the recruitment experience on the performance and input of the employees to organisational success?
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This research has academic and practical implications. Academically, it adds to the knowledge of the correlation between the process of recruitment and outcomes related to employees in the sphere of healthcare. Most of the available literature regarding recruitment effectiveness is related to large organisations or a corporate setting, and little empirical research is conducted on service-based, small healthcare settings in the form of dental practice (Kaur, 2021). This study provides human-centric data on qualitative data of the employees themselves, providing an understanding of the context of recruitment and retention decisions.
The three theories that form the theoretical background of the study include Psychological Contract Theory, which is used to explain the role of unmet expectations during recruitment in fulfilment; Social Exchange Theory, which accentuates the reciprocity of organisational assistance and employee loyalty; and Job Embeddedness Theory which is able to explain why employees will need to stay in organisations in the event they experience social and cultural fit. The combination of these theories offers a multidimensional perspective of the idea of how the process of hiring predetermines the results of attitudinal and behavioural aspects.
In practice, the study holds significance to the management of Borough Dental Care since the outcomes of the research will produce measurable ideas to optimise the recruitment and onboarding processes. The results could be used to create more formal communication, a more realistic job preview, and integration procedures that meet the expectations of the employees. To the broader dental care industry, the research can be used as a model for the design of people-centred recruiting systems, which increase long-term retention and performance, especially in small health-care organisations with workforce instability.
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This introductory chapter describes the background of the study and its relevance, and gives attention to the recruitment issues within Borough Dental Care. It states the research problem, aims, objectives and questions and supports the importance of the study. The dissertation is segmented into five chapters, namely: literature review (Chapter 2) on the analysis of recruitment and retention, overview of the methodology (Chapter 3), results and analysis (Chapter 4), and conclusions and recommendations (Chapter 5). The objective will be to offer a theoretical and concrete solution to enhance the hiring practices in healthcare organisations.
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The chapter is a critical review of academic literature in relation to the research purpose of the study, which is to understand how the hiring process influences employee fulfilment, retention and performance of the organisation in a small healthcare setting. This is initiated by the conceptualisation of recruitment as a strategic HR activity and its possible impact on the organisational performance. It subsequently compares three theoretical approaches, namely, psychological contract theory, social exchange theory and job embeddedness theory, in attempting to explain how recruitment and onboarding can be related to fulfilment, retention and performance. Every strand of theory is backed by empirical research, and a conclusion of the chapter is made, pointing out gaps in concept and research gaps that can prove the need to carry out the study. The literature review thus introduces a base of the methodology in Chapter 3 and consequent data analysis in Chapter 4.
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An activity that is usually viewed as the way in which organisations attract, select, and onboard professionals (Armstrong and Taylor 2020) will have to be reformulated as a purely administrative task and turned into a strategic process. The modern human resource management (HRM) literature focuses on recruitment as one of the major predictors of the organisational culture, workforce productivity, and performance in general (Setthakorn, 2024). The implications are especially relevant in the healthcare and service-intensive industries, where the staff turnover and the quality of onboarding and role specificity directly influence service provision and patient outcome, as well as the cost-efficiency of the organisation.
Recruitment practices are empirically found to have a positive effect on job satisfaction later, employee engagement and retention, and consequently organisational performance. As an illustration, an analysis of HRM in healthcare settings revealed that subpar hiring and onboarding procedures boosted absenteeism, decreased initiatives and diminished quality of service provision (Owolabi 2024). This implies the existence of a direct path from the hiring process to the employee outcomes to organisational performance. Nonetheless, most of the literature deals with big hospitals or systems; little research is available regarding small practices (independent dental clinics) in which the team cohesion, the fit and the retention of culture might be a more significant factor.
Analytically, the recruitment process must be considered, therefore, to be an important node at which organisational expectations and individual expectations are brokered. The outcome of this negotiation will affect the first match (person-job, person-organisation) as well as the subsequent expectations, trust and commitment fulfilment. The rational model is as follows: successful recruitment and onboarding results in early indicators of quality in the organisation, thus leading to job satisfaction and retention, and consequently, improved performance and longevity. The following theoretical sections are based on this conceptual direction.
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Employee fulfilment is akin to job satisfaction and extends to the level of the employee experiencing satisfaction with their employment relationship that their relationship fulfils their unwritten expectations and obligations towards their organisation. The widely known theory of Psychological Contract Theory (PCT) by Rousseau (1995) can be used to explain this dynamic. According to Rousseau, psychological contract is a sense of mutual reciprocity between an individual and his or her employer, which is informed by a sense of perceived promises, fairness and trust. The main principles of the theory are that, in case such perceived obligations are met, employees will generate positive attitudes of commitment, motivation and satisfaction and in case they are not, disappointments, less engagement and turnover intentions may occur. More current researchers (e.g., Topa et al., 2022) buttress that the achievement or failure to achieve these implicit expectations has a potent impact on the behaviour of employees, emotional reactions and the overall fulfilment in the workplace. 
Recruitment and onboarding stages are important in the formation of psychological contracts in the process of hiring. Companies providing transparent job previews, realistic information, positive induction and open communications minimise chances of lack of expectations. On the other hand, when expectations made during the recruiting (e.g., scope of working in a role, growth, culture, etc.) are not fulfilled at the outset, employees can feel that they have been broken and therefore have reduced accomplishment (Chen 2025). Manchia (2025) has provided the example that antecedents of perceptions of psychological contract occur during recruitment and onboarding and result in long-term implications, implying that initial experience has a long-lasting effect. 
Analytically, Psychological Contract Theory (PCT) being associated with fulfilment during the hiring process indicates that the quality of recruitment is the means that depicts to the applicant what the organisation is all about. When those messages are maintained (role clarity, support, cultural fit), then the psychological contract is viewed as fulfilled, which results in greater fulfilment. Increased fulfilment results in positive attitudes (commitment, engagement) and reduced exit intentions, which follows up to increased performance. This theoretical connection is especially appropriate in small medical settings where personal rapport, social adjustment and instant induction are important aspects. Nevertheless, there are no empirical studies on recruitment signal lots in small healthcare, as it is recruited into psychological contract fulfilment.
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The principle of reciprocity used in explaining employee retention is Social Exchange Theory (SET) initially proposed by Blau (1964). According to the theory, employees who think organisational investment has been made on them in form of fair treatment, training and development have an obligation to pay back in terms of loyalty, high performance and employment. The exchange relationship becomes stronger when the employees are of the opinion that the organisation appreciates their input (Cropanzano and Mitchell, 2019). This is supported with empirical data: a study of Chinese SMEs demonstrated that positive work conditions, professional growth and job satisfaction were noticeable in retention, which is how positive organisational behaviours produce reciprocal commitment by the employees.
Under recruitment, SET will be implying that the new employee not only is attracted by skills but also defines preliminary exchange relationships. As an example, when this reasonably selected, communicated clearly, and supported; clearly, and supported, the employees can interpret it as an investment by the organisation. They will in turn be more likely to remain. Recently investigated in a Nepalese banking environment, organisational prestige, work-life policy, and training and development were found to be employees who showed a stronger likelihood of retention through an exchange perspective (Wonda, 2024). Owolabi (2024) holds the view that the nature of the exchange at recruitment is becoming an important factor that determines the employment relationship in healthcare. 
Critical assessment reveals that retention is impossible to be perceived as just a contribution of salary or career skills; the preliminary hiring experience offers the indication of the character of employer-employee dealings. In the case of a dental practice, say when supporting, mentoring, and team integration are given more importance during the hiring process, there is a chance that the new hire will feel embedded and supported and therefore will have a higher chance of staying. Nevertheless, a weakness of the literature is that most of the studies on SET-based retention consider hiring to be a background variable, but not a frontline mechanism. Recruitment-perceived organisational investment-retention This sequence of relationships has little empirical research. This gap justifies the existing research.
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Introduced by Mitchell et al. (2001), Job Embeddedness Theory (JET) explains both retention and performance by the sum of the links, fit and sacrifice- the degree to which employees are committed to their job, which corresponds to organisational values and is aware of loss in case of their departure. JET emphasises more social and contextual anchors in contrast to the traditional models of satisfaction. Embeddedness is a powerful predictor of retention and performance as recent studies by Setthakorn (2024) in the form of a meta-analysis and Xuecheng (2022) in the form of healthcare findings confirm.
Job embeddedness, in terms of recruitment, suggests that the hiring practices should not just enable person-job to fit but also person-organisation fit as well as, possibly, person-community fit. A cultural fit-based hiring process, the understanding of social network integration (team relationships, mentoring, local community ties) and focus on the sacrifices an employee would make should he/she leave (i.e., relationships, reputation, stability) prepare a base of higher embeddedness. This increased embeddedness allows retention to be more likely; hence, consistent performance.
The recent empirical evidence confirms the route connecting the recruitment practises, job embeddedness and performance in healthcare. In a quantitative survey-based SEM study conducted by Pomaranik and Kludacz-Alessandri (2024) among Polish public hospitals, the researchers established that the performance of the firms was impacted by the talent management practises only with the help of the mediators (job embeddedness) and stated that the organisational fit and social integration are mandatory mechanisms. Equally, an earlier systematic review of job embeddedness among nurses revealed a robust negative correlation between job embeddedness and turnover intention, which underscores the role of fit, links and sacrifice in staff retention. More current research by Hussain et al. (2025) indicated that job resources such as supportive teams and organisational alignment significantly boosted embeddedness amongst nurses in hospital setups, whereas Bai et al. (2025) indicated that relational embeddedness boosted organisational learning and competitive edge in digital healthcare environments. Together, these articles indicate that recruitment processes that promote cultural fit, social relationships and communal affiliation facilitate embeddedness, increased retention, and performance.
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There is an evident list of research gaps appearing in the reviewed parts of the study, which covers theoretical, empirical and methodological aspects. Hypothetically, despite the fact that Psychological Contract Theory and Social Exchange Theory as well as Job Embeddedness Theory are all united by the criticality of initial job experiences, the current literature tends to omit any integration of these models to determine how recruitment, in particular, influences fulfilment and the quality of exchange, embeddedness and final performance. The majority of the theories consider recruitment as a precondition in the background but not a core process that creates expectations and long-term employment relations. Such absence of an integrated theoretical pathway is a significant gap.
Majority of the studies are empirically done in large hospitals, national health systems or digital-health settings. Practical information is available about the functioning of recruitment practises in small health care organisations, like independent dental practises, where staff cohesion, close interpersonal and cultural fit might have an unduly important influence on embeddedness, retention and performance. This relationship is understudied since the current bodies of research put more emphasis on turnover instead of the result of performance in small clinical settings.
The prevailing methodology of the existing research is that of large-scale survey and meta-analysis, which, however, does not imply much of the situation in small practises and does not offer the opportunity to observe the complex nature of hiring experiences in the formation of psychological contracts and embeddedness. Very little research examines recruitment signals or onboarding quality as independent variables and none of the studies explicitly follows the order: recruitment→ fulfilment/exchange quality→ embeddedness→ performance in small clinics. This is a strategic gap that warrants the current research.
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Based on the above literature review, the conceptual model used in the present study is as follows: the quality of the hiring process (role clarity, cultural fit assessment, onboarding support) has an effect on the employee fulfilment based on the psychological contract mechanism, which, in turn, has an effect on retention (based on social exchange), and that retention and embeddedness have an effect on organisational performance (through job embeddedness pathways).
The conceptual framework demonstrates a chronological and mutually supporting relationship in which the hiring process influences the fulfilment of employees in terms of Psychological Contract Theory, with the focus on the alignment of the expectations and trust. Satisfaction in turn also increases retention, supported by the Social Exchange Theory, which supports a focus on reciprocity and organisational support as a driver of loyalty. Lastly, retention is sustained, and it leads to organisational performance when Job Embeddedness Theory is used, such that social and cultural fit increases employee attachment and productivity. This integrative framework emphasises the idea that recruitment is not another HR phenomenon but a strategic process that has a long-term impact on workforce stability and efficacy in the small healthcare organisations, like Borough Dental Care UK.
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To conclude, this chapter has been able to confirm that recruitment cannot be perceived as an independent HR activity; it is a strategic control tool that determines employee fulfilment, retention and performance. It has utilised the psychological contract theory, the social exchange theory and the job embeddedness theory as ways through which the selection process can be taken to influence these results. Some of the opportunities that were identified are the non-presence of multi-theoretical integrative studies, small concentration on small healthcare practices, and inadequate empirical research associated with linking the hiring process to performance through retention and embeddedness. The following chapter shall detail the methodology that shall be used in investigating these relationships at the case organisation on a qualitative basis.
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This chapter provides the methodological framework employed in carrying out the research to examine the effects of the hiring process on employee fulfilment, retention and performance at Borough Dental Care. The theoretical underpinnings laid out in preceding chapters are consistent with the approach to the methodology, which takes a qualitative and exploratory direction appropriate to comprehending complicated organisational experience (Makri and Neely, 2021). It addresses the philosophical position, research strategy, design, approach, and research strategy, data collection and sampling, analysis, ethical procedures and considerations of trustworthiness in the chapter. The applied implications of such methodological decisions of organisational learning are also provided.
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The philosophical approach of the study is interpretivism since the topic of study is psychological contract fulfilment, reciprocity and embeddedness, which revolves around subjective definitions that are in measurable forms. Although positivism aims to give measurable, generalisable outcomes and realism suggests an external reality that is not influenced by perception, neither of the two is consistent with a research goal based on lived experience. Thus, interpretivism can be considered the most appropriate because it allows discussing personal understanding of the recruitment fairness, onboarding and cultural fit. This restricts the possibility of generalisation, but by giving detailed contextual information, readers can make judgements about how the results can be transferred to other similar small healthcare environments (Walt, 2020).
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Inductive research is another method where theories and patterns are developed based on the existing data instead of testing the set hypotheses (Naeem et al., 2023). Such a method needs adaptability, responsiveness to new knowledge and logical analytical processes. Despite the option of the deductive and the abductive approaches, the deductive approach was inappropriate due to the fact that very little previous research was done on recruitment experience in small dental practices, and the abductive approach focuses on theory-data refinement, which is impractical in this research. The reason why induction was adopted was the fact that it allows new insights to emerge based on the narratives by the participants. Systematic coding and reflexive practices helped to reduce the chance of bias in the researcher.
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A qualitative research design is interested in lives experienced, meaning and perception using rich and contextual data instead of numerical measure (Dunwoodie, Macaulay and Newman, 2022). It demands participatory complexity, participant-oriented research and adaptable data gathering. Quantitative or mixed-methods designs were also watered, but quantitative surveys are unable to reflect the complexity of relational and cultural dynamics of small organisations, and mixed-methods are out of scope. Thus, the qualitative design was chosen as the best to investigate the perceptions of hiring and onboarding processes by the employees. The semi-structured interviews are flexible enough and guided, allowing the participants to describe personal experiences that contributed to their satisfaction and retention.
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An exploratory qualitative design is the study of poorly known phenomena with little previous empirical data, which aims to establish the latent meaning and pattern (Xiao and Zhi, 2023). It involves transparency, dynamism and reiterative reading. Despite the descriptive and case-study designs, which were also discussed, they have the structural limitations that are unsuitable to the research field under development. Therefore, the exploratory design was selected to study the interpretation of the experience of hiring and onboarding by employees working in small dental practises at will.
[bookmark: _heading=h.z4i078gj2nft][bookmark: _Toc215835568][bookmark: _Toc216724591][bookmark: _Toc216725810][bookmark: _Toc216809094][bookmark: _Toc216809222][bookmark: _Toc216809601][bookmark: _Toc216809738]3.6 Research Strategy
In accordance with the research onion developed by Saunders, the strategy describes the general plan between the research philosophy, approach and purpose, and the selected methods. Some of the strategies that were considered include case study, grounded theory and phenomenology. The case study was not suitable because it presupposes the use of various sources of evidence, whereas grounded theory is used to formulate a new theory that is not within the framework of this study. Phenomenology was the best fit since it is concerned with the interpretation of lived experiences in a particular setting (Kingsman and Davis, 2024). Hence, the phenomenological approach was used, and semi-structured interviews were chosen as the major data gathering method.
[bookmark: _heading=h.oczmvrbyz23d][bookmark: _Toc215835569][bookmark: _Toc216724592][bookmark: _Toc216725811][bookmark: _Toc216809095][bookmark: _Toc216809223][bookmark: _Toc216809602][bookmark: _Toc216809739]3.7 Data source and collection
Primary and secondary data sources were also taken into consideration; the secondary data sources will facilitate contextual information, and the primary data sources will provide first-hand data on how the employees have experienced the hiring process; thus, they will be crucial in the research. Three types of interviews were considered: structured interviews provide uniformity, but limited depth; unstructured interviews promote openness and do not provide direction; semi-structured ones are flexible and focused at the same time, which allows discussing the perceptions in more detail (Dunwoodie, Macaulay and Newman, 2022). Thus, the semi-structured 40-50-minute interviews were held face to face and were recorded with permission and verbatim transcription. The respondents were the employees who had undergone the Borough Dental Care hiring and onboarding process.
[bookmark: _heading=h.tilboh5z2bey][bookmark: _Toc215835570][bookmark: _Toc216724593][bookmark: _Toc216725812][bookmark: _Toc216809096][bookmark: _Toc216809224][bookmark: _Toc216809603][bookmark: _Toc216809740]3.8 Sample
Sampling can be defined as the act of choosing a section of a population as a representative of larger opinions. Some of the common methods are probability sampling (e.g., random, stratified), which is good for generalising, and non-probability sampling (e.g., convenience, quota, purposive), which is better suited to a more in-depth qualitative exploration. Purposive sampling was the best since this research aimed at getting rich insights, and such entailed experience. This approach focuses on cases that are information-rich and is a common approach to qualitative studies (Campbell et al., 2020). In this regard, respondents were chosen according to their successful passing of the hiring process of the organisation, a minimum of six months of service and their willingness to take part. Ten nurses, receptionists, administrative staff and dentists were recruited, which resulted in qualitative saturation and produced contextually significant information.
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Data were analysed using thematic Analysis, which was structured around Braun and Clarke's (2021) six-phase framework. This involved familiarisation, coding, theme development, theme review, definition and final reporting. The approach is consistent with the inductive reasoning in that it gives themes to arise naturally out of participant narratives. Thematic Analysis is flexible and is therefore well-suited to investigate different storeys of recruitment experiences. Reflexive journaling during the process was very useful in minimising the bias of the researcher and made the analysis well-based on the data.
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Credibility, dependability, transferability and confirmability were applied to establish trustworthiness. Participant validation and proper transcription were used to increase the credibility. Reliability was ensured by the thorough documentation of processes (Hussamadin, Jansson and Mukkavaara, 2023). The transferability was provided with detailed contextual descriptions that enable to evaluate of the applicability to new contexts. 
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The research adhered to the British Psychological Society (BPS) Code of Human Research Ethics, which describes the features of informed consent and confidentiality, the non-harmful nature of the research, and respect for participants. As per this code, the rights of every participant, such as the right to voluntary participation and the right to withdraw, were well enlightened to them regarding the purpose of the research. The identities were protected by using pseudonyms, and the data were stored in a safe place according to the UK Data Protection Act (2018) and GDPR requirements (ICO, 2025). Interviews were carried out with sensitivity, and debriefing of participants was done to make them comfortable and ethical than otherwise.
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The approach to the study that the chapter was able to rationalise was the interpretivist, inductive and exploratory approach to study. The combination of semi-structured interview, purposive sampling and thematic analysis also provides a rigorous design in supporting the fulfilment, retention and performance of Borough Dental Care as affected by the hiring process. The ethical and trustworthiness measures also help to increase the credibility of the study. The thematic results are provided in the next chapter.
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The chapter shows the results of the semi-structured interview held with employees of Borough Dental Care to understand how the hiring process affects the fulfilment, retention and performance of employees. The study was focused on learning how employees feel about the recruitment and onboarding process and how these initial organisational impressions influence satisfaction, commitment, and effectiveness at the workplace. That analysis is led by three aims that are to study employee perceptions of the current hiring process, to research the connexion between the recruitment experiences and employee fulfilment, and to understand how hiring practices impact retention and performance in the dental care setting.
This chapter aims to give an elaborate and interpretive description of the qualitative data using systematic thematic analysis. The perspectives on participants are combined with the theoretical models that have been developed in the literature review, such as the Psychological Contract Theory, Social Exchange Theory and Job Embeddedness Theory. These views aid in the contextualisation of meaning, expectations, and relational dynamics that were indicated by employees. The chapter provides the themes and subthemes that were created based on the data of the interviews with the support of verbatim quotes and analysis. It ends with a discussion that connects the empirical results with the current research and theoretical constructs, which sets the background of the recommendations and findings in Chapter 5.
[bookmark: _heading=h.k5ty604b3qty][bookmark: _Toc215835577][bookmark: _Toc216724600][bookmark: _Toc216725819][bookmark: _Toc216809103][bookmark: _Toc216809231][bookmark: _Toc216809610][bookmark: _Toc216809747]4.1 Introduction to the Data Collection and the Participants' Profile.
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The main data used in conducting this study were semi-structured interviews, where ten employees in the Borough Dental Care were interviewed. All the interviews were about forty to fifty minutes long and either face-to-face, as part of the practice, or using a secure video-conferencing platform, at the choice and availability of the participants. All interviews were audio taped with informed consent and transcribed verbatim to the letter, and the diversity of the expression of the participants.
The interviews were structured to address three main areas, which included the experience that the participant had during the hiring process, how recruiting and onboarding impacted job satisfaction and retention intention, and the perceived impact of hiring practices on personal and team performance. Basing the discussion on the six-step model described by Braun and Clarke, thematic analysis was used to uncover patterns, meanings, and interpretative insights on the entire dataset (Naeem et al., 2023). This method was suitable to systematically engage with the qualitative data and, at the same time, be flexible enough to capture the subjective experiences of the participants. The analysis resulted in a number of overarching themes and subthemes, which are discussed later.
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The sample included people having a variety of occupations in Borough Dental Care, such as dental nurses, dentists, receptionists, and administration staff. The respondents had different tenure of employment of between eight months and up to five years, which guaranteed the sample combined both new hires in the organisation and those with long tenure.
The sample of the described jobs and tenure increased the depth and the breadth of the results, which in turn allowed the research to incorporate the different views on recruitment, onboarding, and performance in the workplace. A special benefit of the inclusion of both clinical and non-clinical staff was an opportunity to learn how the hiring practices affect the operations of the practice, organisational culture, and team dynamics.
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The thematic analysis was based on the six-step framework in the work, which guaranteed a systematic and rigorous interpretation of the interview data. The process started with Phase 1: Familiarisation, during which interview transcripts were repeatedly read to have a good overview of what the participants went through. This involved taking notes and pointing out significant trends. Phase 2: Generating the first codices was done by coding lines in each transcript, and the features that were identified connected with hiring perceptions, onboarding, fulfilment, retention and performance. The codes were used consistently and revised by means of repeated reading.
Phase 3: Searching Themes. The codes were grouped in larger categories by contrasting similarity and difference in all responses made by the participants. These themes were further grouped into possible themes. Phase 4: Theme wise Analysis needed to assess the coherence within the themes and make sure that they are very different. Themes were narrowed down by comparing them with the dataset to be accurate and relevant.
Phase 5: Defining and Naming Themes had to do with explaining the main idea of each theme and ensuring the way each theme connected with the research objectives and theoretical basis. Lastly, Phase 6: Producing the Report involved a synthesis of the themes, with the help of coded extracts and analytical comments, that constituted the framework of the findings and discussion contained in this chapter.
As an assurance of reflexivity and reliability, analytic memos were maintained during coding. An audit trail on codes was kept to show transparency to enable the development of credible and well-supported themes.

Coding Table -
	Initial Codes
	Categories
	Final Themes

	Positive hiring experience, professional process, transparent communication, and respectful recruitment
	Positive aspects of recruitment
	Theme 1: Perceptions of the Hiring and Onboarding Experience

	Lack of role clarity, vague expectations, incomplete communication, and limited job preview
	Unclear job expectations
	

	Supportive onboarding, feeling valued, expectation fulfilment, supportive team culture
	Onboarding support and satisfaction
	Theme 2: Impact of Hiring Process on Employee Fulfilment and Job Satisfaction

	Job dissatisfaction, inconsistent job clarity, and early confusion
	Expectation mismatches and dissatisfaction
	

	Strengthened loyalty, retention motivation, commitment through support
	Retention drivers
	Theme 3: Relationship Between Hiring Practices and Retention Intentions

	Reduced satisfaction, unclear workload
	Retention risks
	

	Improved performance, teamwork, cultural fit, and error reduction
	Improved performance and team cohesion
	Theme 4: Influence of Hiring Practices on Individual and Team Performance

	Workflow disruption, performance delays, and administrative issues
	Performance barriers
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[bookmark: _heading=h.xq17giqivpu3][bookmark: _Toc215835582][bookmark: _Toc216724605][bookmark: _Toc216725824][bookmark: _Toc216809108][bookmark: _Toc216809752]4.3.1 Theme 1: Recollections of the Hiring and Onboarding Process.
Job Information: Clearness and openness. - Respondents gave different accounts of how the information given to them was clear during the hiring process. One respondent mentioned that “Hiring felt well-organised and welcoming; gave a positive first impression of a supportive practice.” These people were ready and committed to their jobs, and this gave them a good impression of the practice at the onset. The other one, however, believed that “Process was quick but lacked clarity on duties; created mixed first impressions”. Others remembered being told “Straightforward, respectful hiring experience; positive impression of the practice”. Such inconsistency made some of the employees do not know in their first weeks.
The divergence in the experiences is an indication of the various levels of fulfilment of the psychological contract. Individuals reported feeling congruent with the actual work environment when the information on recruitment matched the eventual work environment, and this helped them to trust and engage early, as is expected in the discussion of Muduli and Trivedi (2020). Conversely, the absence of clarity generated initial misconceptions between expectations and reality and led to doubt and a lack of confidence. Having job previews that are transparent enabled the employees to set up realistic expectations, and having limited explanations slowed down their readiness. The results suggest that the transparency of the communication associated with recruitment has a strong impact on the first impression and the manner in which the employees perceive the relationship with the organisation.
Professionalism and Equity of the Process - Professionalism in the hiring process was a major pointer of organisational credibility. The interviews were explained as structured, decent and well-organised by some of the participants, which made them trust the leadership of the practice and its functioning. These people have mentioned that they felt valued at the start, and such a feeling of justice led to favourable initial interaction. These happenings depict how Social Exchange Theory works, in that equal treatment leads to the development of mutual commitment and goodwill attitudes (Tufan et al., 2023).
On the other hand, a section of the workers talked about hurried interviews or a lack of clarification on key processes in the organisation. Though these experiences were not necessarily bad, they brought about some form of uncertainty and indicated some discrepancy in the recruitment strategy. The feeling of fairness was influenced by how well an organisation seemed to be prepared, attentive and respectful during interviews, to some. The perceptions influenced the speed at which employees felt at ease in expressing themselves at the workplace and the extent to which they associated themselves with the values of the practice. Professional and just hiring procedures enhanced organisational support perceptions, whereas inconsistencies diminished initial trust (Woodrow and Guest, 2020).
Initial Perceptions and Image of the Organisation - The first perceptions created at the hiring process were vital in creating expectations about the organisational culture in the minds of the employees. Respondents who had pleasant experiences and experiences of working with warm, communicative and supportive staff members at the time of recruitment said that they developed positive assumptions about the collegiality and professionalism in the practice. These experiences were used in the perception of the organisation as unified, well-organised and in line with the high standards of patient care. These perceptions are largely in alignment with employer branding literature, which indicates that the recruitment interactions serve as the initial signs of organisational identity and culture.
To other individuals, the lack of description of operational norms or poor communication gave less definite impressions; thus, employees were not certain about the culture of the organisation until their first weeks in the organisation. This doubt sometimes had an impact on their confidence and other times enthusiasm in their initial encounters with colleagues. Overall, the results reveal that the recruitment experience is significant to the perceived organisational image and affects the way employees construct their notions of expectations and the degree of trust prior to a formal onboarding process (Zuiker and Westerlaken, 2024).
[bookmark: _heading=h.sj423zx9fice][bookmark: _Toc215835583][bookmark: _Toc216724606][bookmark: _Toc216725825][bookmark: _Toc216809109][bookmark: _Toc216809753]4.3.2 Theme 2: The Implication of Hiring Process on Employee Fulfilment and Job Satisfaction.
Expectation Fulfilment vs. Expectancy Violation - Workers whose initial experiences were in line with those developed during the recruitment process expressed greater levels of satisfaction and fulfilment. When their work duties, workload load and team interactions were congruent with what they were oriented to believe was, they got a feeling of psychological contract fulfilment. As one mentioned that “Smooth onboarding boosted confidence and strengthened intention to stay”. This boosted their confidence with the organisation and increased their interest in taking part in their roles positively (Ismail, 2022).
Where expectations were not met, the employees reported being confused, disappointed or frustrated in their first weeks. The psychological contract breach was experienced in these experiences as defined by Moquin (2020). The respondents who had encountered expectation mismatch also reported that” Felt valued during onboarding, increasing job satisfaction and staying intent”. Even though most of them changed with time, the early years were very critical regarding the quality of communication. Therefore, the process of hiring was a critical factor that influenced the confidence of the employees about their new position and their feelings of uncertainty.
Support, Orientation, and Early Training - The participants continued to emphasise the role of onboarding in influencing job satisfaction. The employees who were given guidance, given instructions and supervised support in their first few weeks were more confident in carrying out their duties. The availability of early training and mentoring also helped to integrate more quickly and get less anxious, which is in line with the current literature that highlights the role of orientation in making healthcare employees feel good about their work (Scandiffio et al., 2024).
On the other hand, the onboarding that was limited or unclear had an adverse impact on fulfilment. Employees used to talk of the times when there was confusion, as little training was done, or they had to learn processes on their own. This experience decreased the confidence they had at an early age and sometimes their competence. Onboarding that was supportive created a superior sense of belonging and professional identity, and a lack of guidance prevented fulfilment in the initial period of employment (Brouwer et al., 2024).
Emotional and Social Integration Early In Employment - Emotional and social integration was found to be an important factor in job satisfaction. Employees reported the feeling of welcome among colleagues to be a key reason for lessening early stress and enhancing commitment. Interactions with other team members appeared to be positive and contributed to the new hires having a sense of fit that can be attributed to the Job Embeddedness Theory and its focus on links, fit and sacrifice (Fuchs, 2021). The support of friendly associates helped people to overcome their hardships and soon learn to live within the working rhythm.
In the context of poor or unstable social support, adaptations and fulfilment were slower and less effective among the employees (Carey et al., 2021). Others were isolated in the initial activities, especially when roles could not be clearly stated. These experiences influenced their level of comfort in posing questions or seeking clarity. On the whole, the good social integration was related to better confidence, quicker learning and more job satisfaction at the beginning of a career, whereas the poor social integration complicated fulfilment.
[bookmark: _heading=h.d37zh2g665tc][bookmark: _Toc215835584][bookmark: _Toc216724607][bookmark: _Toc216725826][bookmark: _Toc216809110][bookmark: _Toc216809754]4.3.3 Theme 3: Correlations between Hiring Practices and Retention Intention.
Loyalty based on favourable initial experiences - Standard hiring processes had a strong impact on employee retention intentions with the organisation (Kumar, 2022). Participants who had a positive interview experience mentioned that “Supportive onboarding increased satisfaction and commitment to stay”. This appreciation and trust towards the organisation were supported by favourable early experiences. Such conclusions are consistent with the studies that argue that the initial impressions are significant in influencing the long-term commitment of employees in the healthcare context.
Turnover Intentions associated with the Negative Recruitment Experiences - The participants who had vague job expectations or a lack of initial support said that “Limited information during hiring; initial impression was uncertain”. Others indicated that confusion initially or failure to meet their expectations decreased their willingness to stay in the position. These persons were not so attached to the organisation in the initial stages and displayed reservedness towards their career path in practice. These results are indicative of the implications of breach of psychological contract, which is connected with higher turnover intention (Faizan, Yousaf and Khan, 2025).
Significance of Fairness and Respect to Retention Prediction - The attitudes of justice and respect during the hiring and onboarding processes directly affected the retention intentions. Employees who had been respected and appreciated during their time of recruitment were much more inclined to portray loyalty. According to Social Exchange Theory, fair treatment promotes commitment between the sides, and this was evident in the description of participants. On the contrary, the lack of fairness or an impression that communication was hasty showed that participants were hesitant regarding long-term retention (Jong et al., 2023). The results suggest that respect and fairness at the recruitment phase are the basis for determining the retention performance.
[bookmark: _heading=h.qz3dwoi2jjr6][bookmark: _Toc215835585][bookmark: _Toc216724608][bookmark: _Toc216725827][bookmark: _Toc216809111][bookmark: _Toc216809755]4.3.4 Theme 4: How Hiring Practices Affect Individual and Team Performance.
Improving Quality and Performance Readiness Onboarding - The respondents emphasised that the effectiveness of onboarding influenced their performance preparation directly. A rigorous training enabled them to learn procedures, minimise mistakes and play a useful role. Individuals with elaborate instructions were better prepared and did not face as many difficulties when carrying out their initial duties. Conversely, employees who received less onboarding said they were reluctant and slow to adjust and were not allowed to perform well initially. The results show that the quality of the onboarding is important in realising early productivity, especially in the clinical setting, where both quality and speed are paramount (Alenezi and Akour, 2025).
Team Cohesion and Cultural Fit - Cultural fit was found to be a major predictor of performance within a team. When the recruitment practices managed to find the individuals that fit the values and the communication style of the organisation, this increased the cohesion in the workplace (Gara and Porte, 2020). Respondents indicated that there was much easier teamwork and better team relationships when new employees blended well with the existing teams. On the other hand, recruitment processes were not always clear enough, as a result of which there were occasional issues with the correspondence of communication or work expectations, which slowed collaboration and influenced team synergy. The results support the studies that focus on the importance of cultural fit in the team and the general organisational performance.
Quality and Service Quality of Recruiting Dentists - The respondents were always associated with the quality of recruitment and its results in patient care, accuracy of operations and distribution of workload. Competent employees who were hired through effective processes were able to adapt quickly in the clinical and administrative work and assist in the delivery of consistent services. In cases where the recruitment process was not efficient, participants would report delays, miscommunication, as well as work overload in the workforce. These strains impacted the performance and sometimes affected the experiences of patient care. The results indicate that the implications of recruitment practices extend beyond the idea of staffing, and have an impact on clinical quality, the flow of operations and the overall quality of services (Nyawira et al., 2022).
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The results of this research are very consistent with the theoretical framework of the literature review, proving that the hiring process serves as a crucial gateway defining employee fulfilment, retention and performance. The first theme that identified variations in the clarity and transparency of job information is directly related to Psychological Contract Theory (Topa et al., 2022). Psychological contract fulfilment was observed when the study participants had accurate and clear job previews that showed them that they were trusted and ready to participate. This is similar to the argument of Manchia (2025) that perceived mutual obligations between employees are based on the early recruitment cues. On the other hand, where the employees were vaguely described or found varying explanations, it indicated a breach of the psychological contract, which resembles the results of Chen (2025), who noted that expectations not fulfilled during recruitment are contributors to dissatisfaction in the early days of employment.
The information about professionalism, fairness and early organisational impressions is very much related to the Social Exchange theory. Those who reported a positive and well-organised recruitment were much more committed in the early stages, as it is stated in Cropanzano and Mitchell (2019), who state that good treatment is the foundation of positive mutual relations. On the other hand, hasty or incoherent processes indicated poor organisational investment, which contradicts the reciprocal rationality of SET and persuades employees to create long-term loyalty. This observation is consistent with the value of Owolabi (2024), who highlighted that the value of fairness during recruitment determines the broader employment relationship within the healthcare system.
The findings are also a good reflection of Job Embeddedness Theory. The stronger fit and quicker adaptation were identical and replicated by Mitchell et al. (2001) with participants who perceived themselves socially welcomed, well-integrated and supported by fellow colleagues. Theme 2 of emotional and social integration supports the observation of Setthakorn (2024), who says that embeddedness leads to higher retention because it strengthens relationships. The results also confirm the work of Pomaranik and Kludacz-Alessandri (2024), who have found embeddedness as a mediator between performance and the practices of talent management. Workers who experienced embeddedness via generous onboarding and favourable working team relationships had greater performance preparedness, supporting the hypothesis of a theoretical association between embeddedness and output.
Throughout all the themes, the results are in line with the conceptual model formulated in Chapter 2: the hiring process affects fulfilment (through psychological contract mechanisms), retention (through social exchange structures) and performance (through embeddedness pathways). The findings do not contradict the literature in any significant way; they expand the current theories to a less studied setting of small healthcare practices.
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The study will add to the literature on the dental health care workforce by answering the gaps identified in Chapter 2. There were three gaps identified in the literature review: the prevalence of the research in big hospitals (Setthakorn, 2024; Owolabi, 2024), the lack of integration between PCT and SET and JET, and a scarcity of empirical research correlating the quality of recruitment with the performance outcomes in a small healthcare setting.
The first gap is addressed in the findings as it provides qualitative data in the form of an independent dental practice, where team size, interpersonal closeness and culture are significant factors in workplace outcomes. Compared to large hospitals, dental practices are mostly dependent on social cohesion and peer support. This paper demonstrates that recruitment to such an environment may not only influence job satisfaction but also micro-dynamics of teamwork, communications and patient-facing operations.
The second contribution is the integration of the three theories in an empirical manner to provide the sequential journey of recruitment to fulfilment, fulfilment to retention and retention to performance. Although this model was theorised in Chapter 2, the empirical results of the study show how each stage is put into practice. Psychological contract fulfilment was elicited by clear job preview and fair recruitment, conducive onboarding, and respect created positive interactions that led to retention, and cultural fit and social bonding led to embeddedness, which increased performance. This combined theoretical contribution addresses the gap identified by Chen (2025) and Wonda (2024), who have discovered that the focus on hiring should not be a background variable but a primary mechanism by which employees can be affected.
Lastly, the research advances the small body of research, which relates the quality of recruitment directly to the performance results in the small healthcare organisations. The results will help better understand the processes of performance, as they demonstrate the impact of ambiguous job descriptions on the smooth operation of an organisation and the effect of high-quality onboarding on the reduction of errors and the improvement of teamwork, which, in turn, proves the claims put forward by Pomaranik and Kludacz-Alessandri (2024) according to which performance is mediated by embeddedness and early socialisation.
All in all, the research empirically substantiates the conceptual model presented in Chapter 2 and fills the existing body of knowledge by putting the results in a small dental care setting.
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These results have a number of significant implications for Borough Dental Care and other small healthcare organisations. To begin with, the recruitment process must be seen as a strategic Hr practice and not an administrative one. To get wages to work well in this situation, clear and realistic job previews should be given the priority to get the psychological contract fulfilled and less early dissatisfaction. As illustrated in the statistics, ambiguous expectations are impediments to confidence and derail early performance, indicating that protocols of communication at the time of recruitment are necessary.
Second, onboarding should be enhanced as an extension of a larger retention policy. The analysis revealed that supportive induction, mentoring and early training have a great impact on job satisfaction, and turnover intentions were lower. Formalisation of onboarding processes can help Borough Dental Care maintain consistency in delivering them to all new employees. Early support systems would also build on perceptions of organisational investment, strengthening reciprocity, which goes hand in hand with the Social Exchange Theory.
Third, the results emphasise the need to achieve social integration and cultural fit. The positive team environment was revealed to be beneficial to embeddedness, which leads to retention and performance. Cultural fit evaluation should also be included in the healthcare practices as a part of the recruitment and should be offered with team-based onboarding activities, which facilitate the building of relationships between the new employees.
Lastly, the results indicate that the quality of recruitment directly influences patient care, administrative effectiveness and performance of the clinic. Stable, well-fitted employees help in the facilitation of a smoother working process, minimise errors, and improve the delivery of services. In the case of small practices, where the cohesiveness of the team is the key to operational stability, investing in recruitment and onboarding may have a significant organisational payoff.
Overall, the synthesised results indicate the recruitment, onboarding, and initial employee experiences are core to workforce stability, retention and performance, which makes the adoption of a theory-driven recruitment strategy by Borough Dental Care and other organisations of its type of another necessity.
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[bookmark: _heading=h.ij4ma9vwa0ty][bookmark: _Toc215835591][bookmark: _Toc216724614][bookmark: _Toc216725833][bookmark: _Toc216809117][bookmark: _Toc216809236][bookmark: _Toc216809615][bookmark: _Toc216809761]This chapter displayed the results of the semi-structured interviews, which provided a detailed discussion of the impact of the hiring process on employee fulfilment, retention and performance in Borough Dental Care. The thematic analysis was used to develop four themes, including perceptions of the hiring and onboarding experience, how recruitment affects fulfilment and job satisfaction, the relationship between hiring practices and retention intentions, and how recruitment affects individual and team performance. The discussion revealed the main importance of the psychological contract fulfilment, fair treatment and early organisational support in employee outcomes. It also showed the role of social integration and cultural fit in job embeddedness and commitment to the job in the long term. Its results follow and generalise the current literature and transfer theoretical models to a small dental practice environment. The insights provide a clear basis for the recommendations, conclusions and identification of research limitations that have been presented in Chapter 5.
Chapter 5: Recommendations, Conclusion and Limitations.
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The results show that employee fulfilment, retention intentions, as well as overall performance are largely influenced by how the hiring process is conducted in Borough Dental Care. Improving the hiring process should start with the precision and sincerity of job previews. The lack of consistency in communication during the interviews led to the initial misunderstanding and poor fulfilment of the psychological contract, which was a sign that the recruitment materials and interview scripts must be standardised to portray the realistic expectations. Better understanding at this point would assist in aligning the assumptions of the employees with the realities of the organisation and minimise dissatisfaction at an early stage.
Onboarding is also a strategic process that the study features as the extension of recruitment. Confidence was related to supportive induction processes and competence, and increased job satisfaction, and a lack of onboarding led to uncertainty and slower performance realignment. Borough Dental Care ought to institutionalise an onboarding system whereby all new employees will receive mentorship, systematic training and early check-ins. This would build up the image of organisational investment and build mutual commitment according to the Social Exchange Theory.
The other recommendation is that of cultural fit and social integration. Embeddedness and retention highly depended on positive team relationships, as well as on early social bonding, which proved the necessity of recruitment methods that evaluate interpersonal fit and team fit. Additional interaction in the form of a team during hiring and introduction of team members may raise the cohesiveness and minimise the likelihood of turnover. Lastly, the one-to-one correlation between the quality of hiring and the service outcomes implies the recruitment process cannot be considered an administrative procedure but rather a strategic process with patient care, workflow stability and performance implications. The costs of structured recruitment protocols would hence be reaped in the long run in terms of operations.
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In this study, it is shown that the employee fulfilment, intentions to remain and performance results in Borough Dental Care are significantly influenced by the hiring procedure. The experiences of the participants proved the conceptual trail that has been developed in the literature review: the factor of recruitment signals predetermines shaping the formation of the psychological contract, fulfilment influences early engagement, and embeddedness developed as a result of supportive onboarding and social integration enhances retention and performance. Openness, openness and professionalism in the hiring process resulted in a good first impression and helped to build trust, motivation and organisational identification. On the other hand, the lack of clarity or lessening the communication undermined early confidence among the employees and produced expectancy violations, having an implication on turnover intention and lower readiness to perform in the early stage.
The results also support the theoretical conceptualisations of Psychological Contract Theory, Social Exchange Theory and Job Embeddedness Theory. The empirical evidence revealed the definite indications of the employees who considered the recruitment interactions as the means of how they would be treated over the long term. In areas where respect was evident in the recruitment, there were respect was returned in terms of loyalty and increased commitment by the employees. In cases where the recruitment process was not structured and did not include sufficient information, the violations of psychological contracts arose, increasing the level of uncertainty and sometimes weakening retention intention. In addition, social integration and cultural fit emerged as critical embeddedness mechanisms in a small practice, which is indicative of interpersonal dynamics that are tight in that context. The study thus adds to the scarcity of empirical studies on the impact of recruitment on performance in small healthcare settings, which will provide insight into small organisations such as Borough Dental Care that operate in resource-constrained environments that rely on a team.
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Despite the useful insights that have been presented in the study, there are a number of limitations that have to be considered. The qualitative design and purposive sampling (ten participants) used in the research gave a rich representation, but could not be generalised to other contexts. Since the research was carried out in one dental care, the organisational culture and workflow peculiarities of Borough Dental Care could affect the perception of employees, limiting sensitivity. In addition, the use of retrospective accounts builds in the risk of recall bias despite the use of reflexive interviewing methods to facilitate accuracy and openness. Also, the study did not concentrate on the perspectives of managers; this may have helped enrich the triangulation of results since managers may have given deeper perspectives. Lastly, thematic analysis was effective in facilitating a refined interpretation, but the qualitative research is inherently interpretive and thus the themes reveal the interpretation of the researcher, even though reflexive efforts to increase credibility have been employed.



[bookmark: _heading=h.c0fgutq0yokh][bookmark: _Toc215835595][bookmark: _Toc216724618][bookmark: _Toc216725837][bookmark: _Toc216809121][bookmark: _Toc216809240][bookmark: _Toc216809619][bookmark: _Toc216809765]Reference
Alenezi, M. and Akour, M. (2025) ‘AI-Driven Innovations in Software Engineering: A Review of Current Practices and Future Directions’, Applied Sciences, 15(3), p. 1344. Available at: https://doi.org/10.3390/app15031344. (Accessed: 17 November 2025).
Aly, E. and Alnajjar, H.A. (2025) ‘Brain Drain and Retention Strategies: Lived Experience of Expatriate Nurses in Saudi Arabia: Challenges and Implications’, Journal of Nursing Management, 2025(1). Available at: https://doi.org/10.1155/jonm/9947313. (Accessed: 25 November 2025).
Armstrong, M. and Taylor, S. (2020). Armstrong’s Handbook of Human Resource Management Practice. 15th edn. London: Kogan Page. 
Bai, L., Liu, X., Leng, X., Yao, Y., Yang, Y., Li, D., Zhao, Y. and Yin, H. (2025) ‘Relational embeddedness, organizational learning ambidexterity, and competitive advantage in digital healthcare’, Scientific Reports, 15(1). Available at: https://doi.org/10.1038/s41598-025-18708-1. (Accessed: 25 November 2025).
Braun, V. and Clarke, V. (2021) ‘One Size Fits all? What Counts as Quality Practice in (reflexive) Thematic analysis?’, Qualitative Research in Psychology, 18(3), pp. 328–352. Available at: https://doi.org/10.1080/14780887.2020.1769238. (Accessed: 15 November 2025).
Brewster, C., Chung, C., and Sparrow, P. (2023). Globalising Human Resource Management. 3rd ed. Routledge.
British Dental Association (2023) Annual Impact Report / Strategic report 2022–23 (or relevant BDA workforce outputs). British Dental Association. Available at: https://www.bda.org/media/gmxiyea4/impact-report-external-version_2023_web.pdf (Accessed: 29 October 2025).
Brouwer, H.J., Griffiths, S., Jacob, A., Thomas Aaron Ricks, Schulz, P., Lavell, S., Lam, L. and Jacob, E. (2024) ‘What are the facilitators and barriers experienced by sessional academics during the process of onboarding: a scoping review’, Journal of higher education policy and management, pp. 1–18. Available at: https://doi.org/10.1080/1360080x.2024.2340987. (Accessed: 17 November 2025).
Campbell, S., Greenwood, M., Prior, S., Shearer, T., Walkem, K., Young, S., Bywaters, D. and Walker, K. (2020) ‘Purposive Sampling: Complex or Simple? Research Case Examples’, Journal of Research in Nursing, 25(8), pp. 652–661. Available at: https://doi.org/10.1177/1744987120927206. (Accessed: 15 November 2025).
Carey, G., Malbon, E., Weier, M. and Duff, G. (2021) ‘Balancing stability and change: Lessons on policy responsiveness and turbulence in the disability care sector’, Health & Social Care in the Community, 30(4). Available at: https://doi.org/10.1111/hsc.13454. (Accessed: 17 November 2025).
Chen, M.Y.C. (2025) ‘The psychological contract perspective on organisations’ external and 16. Available at: https://econpapers.repec.org/article/eeejbrese/v_3a189_3ay_3a2025_3ai_3ac_3as0148296324005265.htm (Accessed: 7 November 2025).
Clark, M., McGregor, A., Aina, Smith, M. and Gallagher, J.E. (2025) ‘Dental careers: findings of a national dental workforce survey’, BDJ, 238(4), pp. 249–256. Available at: https://doi.org/10.1038/s41415-024-8234-6. (Accessed: 25 November 2025).
Cropanzano, R. and Mitchell, M.S. (2019) ‘Social exchange theory: an interdisciplinary review’, Journal of Management, 43(6), pp. 111–115.
Dunwoodie, K., Macaulay, L. and Newman, A. (2022) ‘Qualitative interviewing in the field of work and organisational psychology: Benefits, challenges and guidelines for researchers and reviewers’, Applied Psychology, 72(2), pp. 863–889. Available at: https://doi.org/10.1111/apps.12414. (Accessed: 15 November 2025).
Faizan, M., Yousaf, A. and Khan, S.M. (2025) ‘Psychological Contract Breach and Its Consequences on Employee Turnover Intentions, Job Satisfaction, and Organizational Commitment: Insights from Human Resource Management and Workplace Psychology’, 4(3), pp. 262–273. Available at: https://doi.org/10.63544/ijss.v4i3.164. (Accessed: 17 November 2025).
Fuchs, R.M. (2021) ‘Links, fit or sacrifice: job embeddedness and intention to quit among Generation Y’, European Journal of Management and Business Economics [Preprint]. Available at: https://doi.org/10.1108/ejmbe-05-2021-0156. (Accessed: 17 November 2025).
Gara, G.L. and Porte, J.M.L. (2020) ‘Processes of building trust in organizations: internal communication, management, and recruiting’, Church, Communication and Culture, 5(3), pp. 298–319. Available at: https://doi.org/10.1080/23753234.2020.1824581. (Accessed: 17 November 2025).
Hussain, A., Wang Ruowei, Xia, X., Shahida Kanwel, Shen Chunhong and Jameel, A. (2025) ‘Measured nursing perception of the working environment through authentic leadership with technology support and OCB among Chinese public hospitals’, BMC Nursing, 24(1). Available at: https://doi.org/10.1186/s12912-025-03173-y. (Accessed: 25 November 2025).
Hussamadin, R., Jansson, G. and Mukkavaara, J. (2023) ‘Digital Quality Control System—A Tool for Reliable On-Site Inspection and Documentation’, Buildings, 13(2), p. 358. Available at: https://doi.org/10.3390/buildings13020358. (Accessed: 15 November 2025).
ICO (2025). UK GDPR guidance and resources. Available at: https://ico.org.uk/for-organisations/uk-gdpr-guidance-and-resources/ (Accessed: 15 November 2025).
Ismail, I.J. (2022) ‘I Trust Friends before I Trust Companies: The Mediation of WOM and Brand Love on Psychological Contract Fulfilment and Repurchase Intention’, Management Matters, 19(2). Available at: https://doi.org/10.1108/manm-02-2022-0033. (Accessed: 17 November 2025).
Jong, S.T., Stevenson, R., Winpenny, E.M., Corder, K. and van Sluijs, E.M.F. (2023) ‘Recruitment and retention into longitudinal health research from an adolescent perspective: a qualitative study’, BMC Medical Research Methodology, 23(1), pp. 1–13. Available at: https://doi.org/10.1186/s12874-022-01802-7. (Accessed: 19 November 2025).
Kaur, P. (2021) ‘Employee recruitment and retention strategies: An integrative approach’, Journal of Human Capital Development, 17(2), pp. 58–72.
Kingsman, J. and Davis, I. (2024) ‘Reflexivity in co-constructed meanings: the impact of gender specific perspectives in the qualitative research context’, Qualitative Research Journal [Preprint]. Available at: https://doi.org/10.1108/qrj-09-2023-0144. (Accessed: 15 November 2025).
Kumar, S. (2022) ‘The impact of talent management practices on employee turnover and retention intentions’, Global Business and Organizational Excellence, 41(2), pp. 21–34. Available at: https://onlinelibrary.wiley.com/doi/abs/10.1002/joe.22130. (Accessed: 19 November 2025).
Makri, C. and Neely, A. (2021) ‘Grounded Theory: A Guide for Exploratory Studies in Management Research’, International Journal of Qualitative Methods, 20(1), pp. 1–14. Available at: https://doi.org/10.1177/16094069211013654. (Accessed: 15 November 2025).
Manchia, G.C.A. (2025) ‘Unveiling the origins of psychological contract perceptions’, Journal of Management Practice, 10(3), pp. 561–580. Available at: https://doi.or/10.1108/JMP-10-2023-0608 (Accessed: 7 November 2025).
Mitchell, T.R., Holtom, B.C., Lee, T.W., Sablynski, C.J. and Erez, M. (2001) ‘Why people stay: Using job embeddedness to predict voluntary turnover’, Academy of Management Journal, 44(6), pp. 1102–1121.
Moquin, R. (2020) Psychological Contract in IT: A Qualitative Exploration of Missed Expectations, AIS Electronic Library (AISeL). Available at: https://aisel.aisnet.org/jsais/vol7/iss2/1/ (Accessed: 19 November 2025). 
Muduli, A. and Trivedi, J.J. (2020) ‘Recruitment methods, recruitment outcomes and information credibility and sufficiency’, Benchmarking: An International Journal, 27(4), pp. 1615–1631. Available at: https://www.researchgate.net/publication/341609224_Recruitment_methods_recruitment_outcomes_and_information_credibility_and_sufficiency.  (Accessed: 19 November 2025).
Naeem, M., Ozuem, W., Howell, K. and Ranfagni, S. (2023) ‘A step-by-step Process of Thematic Analysis to Develop a Conceptual Model in Qualitative Research’, International Journal of Qualitative Methods, 22(1), pp. 1–18. Available at: https://doi.org/10.1177/16094069231205789. (Accessed: 15 November 2025).
Naeem, M., Ozuem, W., Howell, K. and Ranfagni, S. (2023) ‘A step-by-step Process of Thematic Analysis to Develop a Conceptual Model in Qualitative Research’, International Journal of Qualitative Methods, 22(1), pp. 1–18. Available at: https://doi.org/10.1177/16094069231205789. (Accessed: 19 November 2025).
Nyawira, L., Tsofa, B., Musiega, A., Munywoki, J., Njuguna, R.G., Hanson, K., Mulwa, A., Molyneux, S., Maina, I., Normand, C., Jemutai, J. and Barasa, E. (2022) ‘Management of human resources for health: implications for health systems efficiency in Kenya’, BMC Health Services Research, 22(1). Available at: https://doi.org/10.1186/s12913-022-08432-1. (Accessed: 19 November 2025).
Osman, A. and Adiguzel, Z. (2022) ‘Recruitment, motivation, and employee engagement in healthcare organisations’, Journal of Healthcare Management, 67(4), pp. 205–220.
Owolabi, O.R. (2024) ‘Human resources management in healthcare: recruitment, retention and performance linkages’, World Journal of Applied Research and Reviews, 11(5), pp. 48–67. Available at: https://wjarr.com/sites/default/files/WJARR-2024-0522.pdf. (Accessed: 7 November 2025).
Pomaranik, W. and Kludacz-Alessandri, M. (2024) ‘Talent management practices and other factors affecting employee performance in the public healthcare sector in Poland’, BMC Health Services Research, 24, Article 1667. Available at: https://bmchealthservres.biomedcentral.com/articles/10.1186/s12913-024-12169-4. (Accessed: 8 November 2025).
Scandiffio, J., Zhang, M., Karsan, I., Charow, R., Anderson, M., Salhia, M. and Wiljer, D. (2024) ‘The role of mentoring and coaching of healthcare professionals for digital technology adoption and implementation: A scoping review’, Digital Health, 10(10), p. 20552076241238075. Available at: https://doi.org/10.1177/20552076241238075. (Accessed: 19 November 2025).
Setthakorn, K.P. (2024) ‘A meta-analytic review of job embeddedness and turnover intention in Thailand and Indonesia’, SAGE Open, 14(2), pp. 1–15. Available at: https://journals.sagepub.com/doi/10.1177/21582440241260092. (Accessed: 8 November 2025).
Topa, G. et al. (2022) ‘Psychological contract breach and outcomes: A systematic review’, Frontiers in Psychology, 13, Article 847105. Available at: https://pubmed.ncbi.nlm.nih.gov/36497602/ (Accessed: 8 November 2025).
Tufan, C., Namal, M.K., Arpat, B., Yesil, Y. and Mert, I.S. (2023) ‘The Mediating Effect of Organizational Justice Perception on the Relationship between Ethical Leadership and Workplace Deviant Behaviors’, Sustainability, 15(2), p. 1342. Available at: https://doi.org/10.3390/su15021342. (Accessed: 19 November 2025).
Turkistani, S., Radford, D.R. and Louca, C. (2025) ‘The impact of the COVID-19 pandemic on UK dental nurses’ professional practice 2020–21: lessons for the future’, BDJ [Preprint]. Available at: https://doi.org/10.1038/s41415-025-8914-x. (Accessed: 25 November 2025).
Turnley, W. H. and Feldman, D. C. (2021) ‘Psychological contract breaches and organisational outcomes: A meta-analysis’, Journal of Vocational Behavior, 128, 103586. Available at: https://doi.org/10.1016/j.jvb.2021.103586 (Accessed: 29 October 2025).
UK Government Legislation (2018). Data Protection Act 2018. London: HMSO. Available at: https://www.legislation.gov.uk/ukpga/2018/12/contents (Accessed: 15 November 2025).
Walt, J.V.D. (2020) ‘Interpretivism-Constructivism as a Research Method in the Humanities and Social Sciences -More to It Than Meets the Eye’, International Journal of Philosophy, 8(1), pp. 2333–5769. Available at: https://ijpt.thebrpi.org/journals/ijpt/Vol_8_No_1_June_2020/5.pdf?utm [Accessed: 14 November 2025].
Wonda, T.A. (2024) ‘Does psychological contract fulfilment determine work engagement? A study of transactional and relational contract fulfilment’, Cogent Business & Management, 11(1), pp. 1–18. Available at: https://doi.org/10.1080/23311975.2024.2402504. (Accessed: 8 November 2025).
Woodrow, C. and Guest, D.E. (2020) ‘Pathways through organizational socialization: A longitudinal qualitative study based on the psychological contract’, Journal of Occupational and Organizational Psychology, 93(1). Available at: https://doi.org/10.1111/joop.12285. (Accessed: 19 November 2025).
Xiao, Y. and Zhi, Y. (2023) ‘An Exploratory Study of EFL Learners’ Use of ChatGPT for Language Learning Tasks: Experience and Perceptions’, Languages, 8(3), p. 212. Available at: https://doi.org/10.3390/languages8030212. (Accessed: 15 November 2025).
Xuecheng, W. (2022) ‘Factors affecting employee’s retention: integration of training and development, work environment and job satisfaction’, Frontiers in Psychology, 13, Article 872105. Available at: https://www.frontiersin.org/articles/10.3389/fpsyg.2022.872105/full. (Accessed: 8 November 2025).
Zuiker, M. and Westerlaken, R. (2024) ‘The impact of onboarding practices on employee retention in the cruise industry’, Research in Hospitality Management, 14(2), pp. 1–11. Available at: https://doi.org/10.1080/22243534.2024.2406333. (Accessed: 19 November 2025).

[bookmark: _Toc216809620][bookmark: _Toc216809766]Element 2	
[bookmark: _Toc216809621][bookmark: _Toc216809767]Research Process Reflection
Introduction
The reflection assesses my learning and experience in carrying out the study on the effects of the hiring process on employee fulfilment, retention and performance in Borough Dental Care. The reflection applies the stages of description, feelings, evaluation, analysis, conclusion and action plan through the Reflective Cycle developed by Gibbs (1988) to learn how the research process has influenced my formation as a qualitative researcher. 
Description
The paper had an interpretivist, inductive and exploratory qualitative methodology and ten semi-structured interviews with employees were carried out. Having gathered data, I transcribed every interview word-for-word and used a thematic analysis framework to find patterns related to psychological contract fulfilment, social exchange mechanisms and job embeddedness. Informed consent, confidentiality and safe data management were ethical procedures that were key in the project. 
Feelings
I was initially ambivalent with excitement and nervousness. I felt a pleasant anticipation of learning a subject that has been poorly studied, but feared that I would not be good at facilitating interviews without affecting the responses of the participants. The interviews also increased my confidence and enhanced my communication skills as the interviews went on. 
Evaluation
The strengths of the research process were the suitability of the qualitative approach, the vividness of the participant stories and the strength of the thematic analysis. The integrity of the ethics was preserved throughout, and this led to credible conclusions. There were some challenges in time management, reflexivity and consistency in coding transcripts. The limitation of the broad applicability of the findings was also presented by the single-site focus. 
Analysis
The consideration of the process showed that it is crucial to correspond to philosophical, methodological, and analytical decisions. The interpretivist paradigm and phenomenological approach, the inductive approach to the problem, permitted us to delve into the lived experiences of the employees in further detail and the emergence of theoretical insights, respectively. Active listening, clear questioning and systematic coding are some of the values that were brought out in the research experience. Transparency and bias reduction. Reflexive journaling was critical in reducing bias and enhancing transparency. 
Conclusion
The research process contributed a lot towards my professional growth in terms of qualitative interviewing, thematic analysis, as well as academic writing. It enhanced my understanding of the importance of organisational processes in the experience of employees and also gave me a practical experience in the ethical and reflexive research practice. 
Action Plan
Further enhancement of my skills will be done in future projects through taking more training in qualitative analysis software, as this will help me code more efficiently and efficiently in the future. I will create more specific interview guides and pilot questions to enhance clarity and involvement of the participants. In a bid to improve reflexivity, I will have a structured reflective log at the start of every project. I will also consider mixed-method designs in order to make findings more profound and generalisable. Lastly, I will devote more time to planning and analysis to eliminate task compression and achieve greater analytical rigour. 
Summary
[bookmark: _Toc216809622][bookmark: _Toc216809768]The application of the Gibbs model has facilitated an overall reflection on the entire research process, pointing to strengths, challenges and areas to improve. It has made my abilities as an autonomous researcher stronger and offered a base of constant enhancement in further academic and professional research.
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	(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).




SECTION E: Details of Research Activity
	1
	Indicative title:
	Impact of hiring process on the employee fulfilment, retention and overall performance of the company: A case study of Borough Dental Care UK.
· 


	2
	Proposed start date:
	From 12June 2025
	Proposed end date:
	19 December 2025

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:

This study examines how the hiring process affects the fulfilment of employees, employee retention, and overall employee performance in Borough Dental Care UK. Recruitment is the initial phase of a psychological bond with an organisation by an employee, which impacts motivation, engagement, and commitment. Nevertheless, retention issues like inconsistent recruitment and onboarding procedures are common in most small healthcare organisations, such as Borough Dental Care.
This research is meant to determine the impacts of the hiring process on employee perception, job satisfaction and job performance outcomes. The study is an interpretivist and inductive study since it will be guided by qualitative primary research through semi-structured interviews with 10 respondents. Its aims include asking employees about their experiences in recruitment, examining how the hiring practices relate to fulfilment and finding out how these practices affect the retention and performance. The findings of the study will be used to make practical recommendations on how the recruitment strategies can be enhanced and how the workforce can be made more stable in the organisation.
 

	3
	Purpose of Research Activity

    This study is aimed at investigating the effects of the hiring process on the fulfilment, retention and overall performance of employees at Borough Dental Care UK. It aims to realise how the recruitment and onboarding practices form the perceptions, expectations and the long-term involvement of employees in the organisation. The study will provide viable suggestions on how to attain better recruitment strategies that would lead to higher job satisfaction, loyalty, and organisational success by using the insights of employees obtained during qualitative interviews.


(is box should expand as you type)

	4
	Research Question

What is the impact of the hiring process in Borough Dental Care UK in employee fulfilment, retention, and general performance within the organisation?


(this box should expand as you type)

	5
	Aims of Research Activity

This research paper seeks to analyse how the hiring process affects the levels of employee fulfilment, retention and performance in Borough Dental Care UK and hopefully determine how the hiring and onboarding processes can be optimised to create a more satisfied and committed workforce.


(this box should expand as you type)

	6
	Objectives of Research Activity

1. To investigate how employees feel and how they perceive the hiring and onboarding process in Borough Dental Care UK.
2. To determine the role of recruitment practises in employee fulfilment and retention in the organisation.
3. To determine the correlation between recruitment procedures and the performance of employees.
4. To recommend suggestions on how recruitment strategies could be improved to improve employee satisfaction, retention and performance.
(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	[bookmark: _Hlk212367278]7
	

This study will be qualitative in nature, as it will be conducted to understand the experiences and the perceptions of the employees towards the hiring process in the Borough Dental Care UK. The author will use a semi-structured interview with 10 participants, who will include dentists, dental nurses, dental receptionists, and administrative personnel as the primary data collection method. Purposive sampling will be applied to recruit the participants, making sure that they have a first-hand experience of the recruitment and onboarding process in the organisation.
The interviews will last about 40-50 minutes and will be made available through a face-to-face system or a secure online platform like Microsoft teams. Interviews will be conducted by audio-taping the interviews with the consent of the participants and the interviews will be transcribed verbatim to be analysed afterwards. Thematic Analysis will be used to analyse the obtained data, which will be examined through the 6-step process of the method to derive recurring patterns and themes.
All ethical principles will be pursued, such as informed consent, anonymity, confidentiality, and personal data security in the UK Data Protection Act (2018) and GDPR. Any change in the research procedures will involve further ethical consent before it is implemented.


	

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

	8
	London, UK

(this box should expand as you type)

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

	9
	
N/A

(this box should expand as you type)



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

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 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.
	☐
	☒

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


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.

	☐
	☒

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



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

	10
	How many participants are expected?

	10 participants 
3 (interview questions)

(this box should expand as you type)

	11
	Who will the participants be?

	The participants will be ten employees of Borough Dental Care UK such as dentists, dental nurses, receptionists, and administrative employees who have gone through the hiring and onboarding process of the organisation.
(this box should expand as you type)

	12
	How will you identify the participants?
	A purposive sampling will be used to identify participants who will be selected on basis of their work experience at Borough Dental Care UK and having personal experience in the hiring and onboarding process of the organisation.
(this box should expand as you type)




	
	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 

	
	


(this box should expand as you type)



	
	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 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	[bookmark: _Toc216724619][bookmark: _Toc216725838][bookmark: _Toc216809122][bookmark: _Toc216809241][bookmark: _Toc216809626][bookmark: _Toc216809772]
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: _Toc216724620][bookmark: _Toc216725839][bookmark: _Toc216809123][bookmark: _Toc216809242][bookmark: _Toc216809627][bookmark: _Toc216809773]1
	[bookmark: _Toc216724621][bookmark: _Toc216725840][bookmark: _Toc216809124][bookmark: _Toc216809243][bookmark: _Toc216809628][bookmark: _Toc216809774]Full risk assessment completed and appended? 
	[bookmark: _Toc216724622][bookmark: _Toc216725841][bookmark: _Toc216809125][bookmark: _Toc216809244][bookmark: _Toc216809629][bookmark: _Toc216809775]Yes 
	☒

	
	
	[bookmark: _Toc216724624][bookmark: _Toc216725843][bookmark: _Toc216809127][bookmark: _Toc216809246][bookmark: _Toc216809631][bookmark: _Toc216809777]No
	☐

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

	
	Risk to participants:
The study is associated with minimum risk to the respondents since the research implies non-invasive interviewing, but some discomfort might also occur during the discussion of personal job experience.


(this box should expand as you type)
	How you will mitigate the risk to participants:
The informed consent will also be used to mitigate risks because it will guarantee anonymity and confidentiality, voluntary participation and withdrawal at any time, avoidable sensitive or coercive questions, and ensure that all data is stored safely in accordance with the GDPR and UK Data Protection Act (2018).



	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

	
	
N/A

(this box should expand as you type)

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

	
	Risk to the investigator:

1. Personal health and safety when traveling or meeting unfamiliar individuals.
2. Physical harm during travel or face-to-face interactions.
3. Emotional distress from hearing sensitive or difficult information.
4. Risk of accusation of harm or impropriety by participants.
5. Potential conflict of interest if the investigator has a personal or professional stake in the topic.


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



I will also interview in secure and professional conditions and report the information to a contact of trust to reduce the risks. I will deal with emotional distress by remaining balanced in schedule and also seeking supervision where necessary. Effective communication with participants will help avoid any misconduct allegations and I will disclose any kind of possible conflict of interest to remain unbiased.

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

	
	Risk to the University:
1. Reputational Damage

2. Financial Loss


3. Face legal implications 




	How you will mitigate the risk to the University:

To reduce the risks to the University, I will maintain that all research is conducted in accordance with the ethical considerations and the university procedures to avoid any form of reputational damages. To ensure that the credibility of the University is not compromised, I will seek ethical approval prior to collecting the data, and treat all the data with high levels of confidentiality. I will also ensure that I do not exceed the budget and resources to prevent losing money in the study. I will also ensure that I abide by all the legal provisions like data protection laws and I will consult my lawyer in case of any need, to reduce possible legal consequences.

 

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

	
	Risk to the environment:
N/A


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

N/A

(this box should expand as you type)



	
	Disclosure and Barring Service

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

	NO

	N/A


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

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



SECTION I: Feedback, Consent and Confidentiality

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

	
	

A summary of the research findings will be offered to the participants at the end of the study. This feedback will entail summary of the purpose of the study, prominent outcomes, and the role that their involvement played in the study. Depending on the format of the research, the feedback will be provided through email or oral (where necessary). The participants will also be given a chance to ask any questions or seek any clarifications at this point. This debriefing will be done either at the end of the data collection or at the end of their participation in the study.
 
(this box should expand as you type)

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

	
	
The researchers will provide you with an elaborate information sheet prior to you becoming a part of the study. It outlines the purpose of the study, what it will mean to participate, what are the risks or benefits you may face, how your information will be used and how it will be safely stored, and that you will have no effect of leaving before the end of the study.  

They will get an opportunity to read this information and pose any doubts before you respond with yes.  

This will require you to sign a consent form when you are ready and present in person, in which case an online consent form will be completed online in accordance with all the provisions of the existing data protection regulations, or sign it in person. No information will be taken without your consent having been duly documented.
(this box should expand as you type)

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

	
	· Participants’ real names will not be used.

· Identities will remain anonymous using pseudonyms.

· All identifying details will be removed from the results.

· Data will be securely stored with access limited to the researcher.

· Personal information will not appear in any reports.

· Permission will be sought before including any identifying details.

· If full anonymity cannot be guaranteed, participants will be informed and consent obtained.


(this box should expand as you type)



SECTION J: Data Protection and Storage

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

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

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

	2
	Yes, my research involves personal data, including participants' names, roles, and any responses provided during interviews. If audio or video recordings are made, these will also be considered personal data. I need to collect this data to gather insights into participants' views on sustainability in business success. All personal identifiers will be removed or anonymized to ensure participants' privacy, and the data will be used solely for academic purposes.

)

	
	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:

	
	1. Anonymization: I will use pseudonyms and remove identifying details from all data.
2. Secure Storage: I will store data on encrypted devices, with access limited to me.
3. Confidentiality: Any third parties will sign confidentiality agreements.
4. Data Sharing: I will only share data with authorized individuals, like my supervisor.
5. Data Disposal: After the study, I will securely delete or destroy all personal data.

(this box should expand as you type)



	
	Data Protection

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

	13
	Electronic transfer of data in any form?
	☒
	☐

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

	15
	Sharing of data with other organisations?
	☐
	☒

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

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

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

	19
	Use of data management system?
	☒
	☐

	20
	Data archiving?
	☐
	☒

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

	
	
Electronic Transfer of Data:
I will use secure, encrypted methods for transferring data, ensuring it's only shared with authorized individuals.
Use of Personal Emails:
I will use personal email accounts for research communication.
Use of Data Management System:
I will store data on a secure, encrypted system with controlled access .

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

	
	
The researcher and the supervisor 



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

	
	
The researcher 

	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.  

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

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

	
	
No

(this box should expand as you type)

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

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



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

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

	1
	Signature of applicant:
	Ana-Maria Stangu
	Date: 30/10/2025



For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Md Kalam 
	Date: 30/10/2025

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date: 16 APRIL 2025


	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 ONLY
Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).


	RESEARCH 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.


	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.
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	Rhif Adnabod Cyfranogwr: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
SAMPLE PARTICIPANT INFORMATION SHEET


	Teitl Y Prosiect: / Project Title: Impact of hiring process on the employee fulfilment, retention and overall performance of the company: A case study of Borough Dental Care UK



 
Dear Sir/Madam, 
My name is Ana-Maria Stangu, and I am a student in the School of Business, Finance and
Management (London Campus), Faculty of Business and Management in University of Wales
Trinity Saint David, United Kingdom. At present, I am conducting research on Impact of hiring
process on the employee fulfilment, retention and overall performance of the company: A case
study of Borough Dental Care UK.

The purpose of this research is to aim at investigating the effects of the hiring process on the fulfilment, retention and overall performance of employees at Borough Dental Care UK. It aims to realise how the recruitment and onboarding practices form the perceptions, expectations and the long-term involvement of employees in the organisation. The study will provide viable suggestions on how to attain better recruitment strategies that would lead to higher job satisfaction, loyalty, and organisational success by using the insights of employees obtained during qualitative interviews.

I would like to invite you to participate in my research project by answering the attached short questions developed by the researchers. Those questions will assess your opinions, experiences, knowledge, suggestions and views. Through your participation in the interviews, I hope to ascertain my research purpose to get the best opinion from you. I believe your opinion will be extremely helpful to me to carry out this research. 

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

Please note, questionnaire should take no more than 30 minutes to complete but however, there is no time constraint. There are also no right or wrong answers. Attached to this letter along with the questionnaire there is a consent form where you will better understand researchers intension As this is a new project, your feedback is also important to me and I would be much obliged if you could also complete the feedback sheet along with the questionnaire. I understand that your time is at a premium, but your opinions are very valuable to me. 
After careful and precise analysis of the data obtained from this questionnaires/interviews, I will be happy to provide you with a copy of the findings at your request. The results of this questionnaire will hopefully enhance my understanding of current level of knowledge and future findings. The results of the research will be feedback to Director of Studies, Supervisor, University and British Library. 

I thank you in advance for your time and participation. If any questions do arise, feel free to contact me at your convenience. 

NAME & ADDRESS OF RESEARCHER

University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@tsd.ac.uk 
           londonstudentservice@tsd.ac.uk 
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University of Wales Trinity Saint David (London Campus)
Winchester House
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	Rhif Adnabod Cyfranogwr: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
PARTICIPATION CONSENT FORM

	Teitl Y Prosiect: / Project Title: Impact of hiring process on the employee fulfilment, retention and overall performance of the company: A case study of Borough Dental Care UK


	Enw'r Ymchwilydd / Name of Researcher: Ana-Maria Stangu



	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

	Participant 1
	Signature

	Researcher

	Ana-Maria Stangu
	Signature
Ana-Maria Stangu




	You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.
When completed please return in the envelope provided. One copy will be given to you and the original to be kept on the file of the research team at:

NAME & ADDRESS OF RESEARCHER

University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@uwtsd.ac.uk
         : londonstudentservice@uwtsd.ac.uk 
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1. What are the perceptions of the employees in Borough Dental Care regarding the current hiring process?
2. How do the recruitment activities influence employee satisfaction and retention?
3. What is the effect of the recruitment experience on the performance and input of the employees to organisational success?
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	Participant
	Role
	Experience (Years)
	Q1: How did you find the experience of the hiring process in Borough Dental Care, including the application to joining, and what did it make of your initial impressions of the organisation?
	Q2: How has the experience in the recruitment and onboarding process influenced your overall job satisfaction, as well as your intentions to stay in the organisation?
	Q3: What is your perception of how the hiring process and introduction of new employees into the team affect the performance of individuals and teams in the practice?

	P1
	Dental Nurse
	2 years
	Hiring felt well-organised and welcoming; gave a positive first impression of a supportive practice.
	Smooth onboarding boosted confidence and strengthened intention to stay.
	Good hiring helps new nurses adjust quickly, improving team coordination.

	P2
	Receptionist
	1 year
	Process was quick but lacked clarity on duties; created mixed first impressions.
	Limited clarity reduced satisfaction at first; unsure about long-term retention.
	Unclear onboarding slowed early workflow and affected team efficiency.

	P3
	Dentist
	5 years
	Professional and detailed hiring process; created a strong, positive impression.
	Met expectations, increasing satisfaction and commitment.
	Strong recruitment supports high-quality patient care and smooth teamwork.

	P4
	Admin Staff
	3 years
	Structured process but not enough detail on daily tasks; impressions were neutral.
	Incomplete expectations caused mixed satisfaction; retention depends on improvements.
	Poor role clarity early on creates admin bottlenecks across teams.

	P5
	Dental Nurse
	1.5 years
	Friendly process but slightly rushed; left a somewhat positive impression.
	Felt valued during onboarding, increasing job satisfaction and staying intent.
	Supportive induction improved individual performance and team flow.

	P6
	Receptionist
	2.5 years
	Very welcoming and transparent; created a positive impression immediately.
	Supportive onboarding increased satisfaction and commitment to stay.
	Clear guidelines helped minimise errors and improved team performance.

	P7
	Dentist
	4 years
	Well-organised recruitment with transparent communication; strong first impression.
	Positive onboarding increased loyalty and long-term intention to remain.
	Good recruitment ensures cultural fit, strengthening teamwork and service quality.

	P8
	Admin Staff
	0.8 years
	Limited information during hiring; initial impression was uncertain.
	Early confusion reduced satisfaction; retention improved after training.
	Lack of clarity delayed performance, affecting admin-clinical coordination.

	P9
	Dental Nurse
	3 years
	Interview was friendly but job preview lacked depth; impression was moderately positive.
	Supportive colleagues improved satisfaction; retention intention remains moderate.
	Gradual onboarding helped performance improve over time.

	P10
	Receptionist
	1 year
	Straightforward, respectful hiring experience; positive impression of the practice.
	Strong onboarding experience increased satisfaction and desire to stay.
	Good introduction allowed quicker adaptation, improving front-desk efficiency.
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Impact of hiring process on the employee fulfilment, retention and overall performance of the company: 

A case study of Borough Dental Care UK

Research Summary

This project explores how hiring and onboarding processes shape employee fulfilment, 

retention intentions, and organisationalperformance within Borough Dental Care. 

Situated within Psychological Contract Theory, Social Exchange Theory, and Job 

Embeddedness Theory, the study explores the linkage between recruitment 

experiences and subsequent workplace attitudes and behaviours. As previous research 

highlights, recruitment goes beyond administrative selection; it operates as a strategic 

gateway into organisationalculture, motivation, and performance. However, only limited 

empirical work addresses these dynamics in small settings within healthcare, 

particularly in dental practices where interpersonal cohesion and cultural fit are 

paramount. This project fills that gap by providing qualitative insight into the early 

experiences of employees and how these experiences drive their satisfaction, 

embeddedness, and contribution to performance.

Research Process (Methodology)

An interpretivist philosophy guided the study to capture employees' 

subjective experiences of recruitment, onboarding, and workplace 

adjustment. The research adopted an inductive approach because existing 

literature on hiring experiences in small dental practices was limited and, 

therefore, more suitably approached with theory building rather than 

hypothesis testing (Naeem et al., 2023). The qualitative exploratory design 

was thus used to uncover underlying meanings and patterns that could not 

be caught through structured quantitative surveys (Dunwoodie, Macaulay 

and Newman, 2022).

A phenomenological approach is appropriate for the research aim and 

explores lived experiences; it allows a detailed understanding of how 

employees made meaning of their early interactions with the organisation. 

Kingsman and Davis (2024). Ten employees were purposively sampled to 

ensure that participants had completed the hiring and onboarding process 

and would thus be able to provide insight pertinent to the research. Data 

were collected via 40-50-minute face-to-face semi-structured interviews, 

which were transcribed verbatim. Thematic analysis, using Braun and 

Clarke's (2021) six-phase framework, supported coding and theme 

development. Ethical considerations were followed according to the British 

Psychological Society Code and the requirements of GDPR.

Key Findings (Research Output)

Results indicated that recruitment practices strongly shape early perceptions and long-term workplace outcomes. There was stronger psychological contract fulfilment, 

satisfaction, and smooth adjustment for employees who received clear, realistic job information, while vague expectations led to confusion and early dissatisfaction, 

reflecting expectancy violation patterns identified in literature (Moquin, 2020).

Supportive onboarding, mentoring and early training significantly enhanced confidence, competence and sense 

of belonging, reinforcing Social Exchange Theory's view that organisationalinvestment encourages reciprocal 

commitment (Cropanzano and Mitchell, 2019). Social integration had a central role in embeddedness: 

welcoming teams and cultural fit promoted retention and better performance. On the other hand, unclear 

onboarding processes increased stress, slowed adaptation and impeded performance readiness. In all, the 

study makes it clear that hiring and onboarding are strategic mechanisms influencing fulfilment, loyalty, and 

operational efficiency in small healthcare practices.
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Research Summary

This project explores how hiring and onboarding processes shape employee fulfilment, retention intentions, and organisational performance within Borough Dental Care. Situated within Psychological Contract Theory, Social Exchange Theory, and Job Embeddedness Theory, the study explores the linkage between recruitment experiences and subsequent workplace attitudes and behaviours. As previous research highlights, recruitment goes beyond administrative selection; it operates as a strategic gateway into organisational culture, motivation, and performance. However, only limited empirical work addresses these dynamics in small settings within healthcare, particularly in dental practices where interpersonal cohesion and cultural fit are paramount. This project fills that gap by providing qualitative insight into the early experiences of employees and how these experiences drive their satisfaction, embeddedness, and contribution to performance.



Research Process (Methodology)

An interpretivist philosophy guided the study to capture employees' subjective experiences of recruitment, onboarding, and workplace adjustment. The research adopted an inductive approach because existing literature on hiring experiences in small dental practices was limited and, therefore, more suitably approached with theory building rather than hypothesis testing (Naeem et al., 2023). The qualitative exploratory design was thus used to uncover underlying meanings and patterns that could not be caught through structured quantitative surveys (Dunwoodie, Macaulay and Newman, 2022).

A phenomenological approach is appropriate for the research aim and explores lived experiences; it allows a detailed understanding of how employees made meaning of their early interactions with the organisation. Kingsman and Davis (2024). Ten employees were purposively sampled to ensure that participants had completed the hiring and onboarding process and would thus be able to provide insight pertinent to the research. Data were collected via 40-50-minute face-to-face semi-structured interviews, which were transcribed verbatim. Thematic analysis, using Braun and Clarke's (2021) six-phase framework, supported coding and theme development. Ethical considerations were followed according to the British Psychological Society Code and the requirements of GDPR.





Key Findings (Research Output)

Results indicated that recruitment practices strongly shape early perceptions and long-term workplace outcomes. There was stronger psychological contract fulfilment, satisfaction, and smooth adjustment for employees who received clear, realistic job information, while vague expectations led to confusion and early dissatisfaction, reflecting expectancy violation patterns identified in literature (Moquin, 2020).

Supportive onboarding, mentoring and early training significantly enhanced confidence, competence and sense of belonging, reinforcing Social Exchange Theory's view that organisational investment encourages reciprocal commitment (Cropanzano and Mitchell, 2019). Social integration had a central role in embeddedness: welcoming teams and cultural fit promoted retention and better performance. On the other hand, unclear onboarding processes increased stress, slowed adaptation and impeded performance readiness. In all, the study makes it clear that hiring and onboarding are strategic mechanisms influencing fulfilment, loyalty, and operational efficiency in small healthcare practices.
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Dear Manager,
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1. permisson to Inervew Employees
1 would i o condut confidential, voluntay semi-strucured interviews wth 3 smal numibe of amployees who have comled the hifing and oniboarding process t Borough Denta Care.
Incerviews wil last approximately £0-50 minutes
Paricipaton will be voluncary, with full informed consent
Al informstion il b= 3nonymizac. an no names or dentiisbl detsi wil sppear i the dsaition
Saricipstion or non-particpation wil not sffect smployees” ol or employment in2ny sy
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Staf tamover figures
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Purpose and Senefit o Borough DentalCare
The fincings wil nelp identiy.
Strengins and ares fo improvement i the iring and onbosrding process
‘Opportuniis t2 enfiance empioyes fulfiment and retention
Potentil srategies tostrengthen orgarisationa performance
A full summry ofth resuts snd recommendtions can be shar i th practice ugon completon. zhould you wish
| ol b gratefl fo your 3pproval o proceed. and | & happy o G3cuss any 35956t of th research. provid dacuments (stic forms, nterview uices, consent farmn), o SGSt the 3pproSeh o et organisatonsl rEquITEmEnt

Thank you very much fo considering i request.
ind regards,
n-Maria Stangu

24 (ons) Leadership and Mansgement S n the Workplace
Sorough Dental Cre

236s32@sutent s scuk
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Good afternoon Ana-Mari,

Thank you for your email

1 :am pleased to confirm that you have permission to proceed with your request.

You are authorised to conduct confidential and voluntary semi-structured interviews with employees and to
access non-personal operational data where available.

As agreed, this information is to be solely used for academic purposes, stored securely and handled in line
with the UK Data Protection Act 2018 and GDPR.

We appreciate that your findings may help identify areas of improvement and support the continued
development of our hiring processes.

We would welcome a summary of your results and recommendations once your project is completed.

If you require any further documents or support, please do not hesitate to reach out

Best of luck with your research

Kind regards,
Borough Dental Care

Telephone - 0207 407 3883
Website - hitps://www.boroughdentalcare. co.uk/
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