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THE ROLE OF HR IN TRAINING  OF  EMPLOYEE PERFORMANCE              AT        VODAFONE UK
 


                                                      Abstract
In this dissertation it will be discussed about "The Role of HR in Training and Employee Performance at Vodafone UK". It talks in great depth about Human Resource Management (HRM) and how this have been impacted at Vodafone as an whole company. In Chapter 1, the researcher sets the scene by talking about the impact of Telecom and  why the study was done and how important HRM practices are in the business world today. As the first part of the dissertation, it is noted what makes Vodafone UK different from other phone companies and how HR policies, training programs, and employee performance all change over time.
There is a lot of research and knowledge about HRM, training, and employee performance in Chapter 2, which is a long review of the literature. The ideas of well-known researchers are brought together in this chapter to give a full picture of the theories, methods, and important factors that affect HR practices. For the Chapter 2, the researcher looks at both the general rules of human resource management (HRM) and how HRM works in the telecommunications industry. This gives a theoretical foundation for the next empirical study.
 In Chapter 3, it will be briefly discussing about how the researcher planned, thought about, and carried out their research. A positivist point of view is used to break down the role of HR in training employees at Vodafone UK. It will be discussed about  case study  to show the different stages of the research process, from the philosophical foundations to the real world uses. This makes the methodological framework even better. By only using one method and gathering secondary data, the study aims for depth over breadth. This makes sure that the analysis is strong and focused, which is in line with the goals of the research.
There is more of the journey in Chapter 4, where the researcher goes into great detail about what they found. Vodafone UK uses both real life examples and statistical analyses to figure out how HR strategies, training programs, and employee performance are all linked and impact one another. It is used to highlight how important it is to train and develop employees, what HR does in the telecommunications industry, and the issues that arise when HR practices are put in place. It doesn't just talk about the results; it also starts a conversation about them. It also suggests ways that Vodafone UK can make its HR work better.
In Chapter 5, is where this intellectual symphony reaches its highest point. The researcher has a clear idea of how HR practices has been affected how well workers do their jobs based on the discussions and results. Vodafone UK's is focus how HR department  look into a company  how useful cross cultural training is, how to make it last, and how people are affected by digital learning technologies. There is a discussion of the research's limitations at the end of the chapter. It is suggested that more research to be done to fully understand HRM practices, especially in companies that change quickly, like Vodafone UK.
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Chapter 1: Introduction 
1.1: Introducing the Role of Employee Performance at the Vodafone UK
Human Resources (HR) plays a critical role at Telecom in elevating worker performance via in-depth preparatory initiatives. Human Resources ensure employees receive relevant training by assessing knowledge gaps and development opportunities. These initiatives are in line with the company's long-term objectives and provide employees with the skills and knowledge they need to succeed. A culture of continuous learning and advancement is fostered by HR's involvement in preparation, which in turn improves employee performance and the organization's overall success. 
As per Naqshbandi et al., (2023), "Effect of preparing and improvement on employee retention of the deals group in Vodafone at United Kingdom, the role of Human Resources in laying the groundwork for effective representational action at Telecom”. Human Resources have a major impact on staff retention by developing and implementing initiatives that boost the deals group's efficiency as per Naqshbandi et al., (2023). This formative study is entirely based on the effectiveness of the role of HR in employment in Vodafone UK.
In the introduction to this dissertation, background information is carefully gathered to make the case for how Human Resource Management (HRM) affects employee performance. The fast-paced telecommunications industry of Vodafone UK is used as an example to study this in depth. The introduction uses academic research to show that HRM practices are very important for dealing with the challenges of a fast-changing business world. These practices are especially important when it comes to training and development. The chapter talks about the study's aims. The main aim of the study is to find out how Vodafone UK's HR strategies, training programmes, and employee performance all work together.
The first part of the dissertation also explains the main points and goals of each chapter. As background for the study, it talks about how important it is to look at the telecommunications industry. Also, Vodafone UK is being used as an example of a big company in this field. There will also be more discussion about the results of Human Resources Management  practices, the complicated relationship between HR and the Telecom industry, and how hard it is for Human Resources to get workers to do a better job. In order to conclude  the introduction promises a deep look into these topics using both academic theories and real-life examples that will help with both learning and using Human Resources Management  in the real world.

[bookmark: _Toc154536098]1.2: Problem Statement 
The Telecom Sector has determined that implementing effective training initiatives is a critical step in addressing the requirement to enhance representational execution. Despite large assumptions in programme creation, there is a requirement for clear alignment between HR strategies and commerce objectives, which results in suboptimal employee performance. In addition, there can be issues determining the significance of aptitude gaps, evaluating the efficacy of training, and modifying training methods to accommodate changing business requirements. As per Naqshbandi et al., (2023), “it is building a bold "telco-as-a-service" (TaaS) strategy that will underpin all of Vodafone's operating entities. "They are aiming to abstract their network, IT and our goods through the same technological layer”.
 In Naqshbandi et al. (2023, p. 279) indicate that the telecommunications industry needs to pay more attention to HRM methods since work and technology change so quickly. It states that HRM strategies work best when employees do their jobs well. This is done by using Vodafone UK research to show how hard it is becoming to run a phone business. Because of the risks and opportunities in the business, the case study describe that Telecom companies need to take HRM steps in order to  finish their tasks.
It also claim that the problem statement makes it clear that HRM practices need to be looked at more closely so that workers at Vodafone UK can do a better job.  It's an opportunity for them to learn more about the complicated world of Human Resource Management (HRM) in the phone business, especially at Vodafone UK.  It is looked into how HRM practices affect how well people do their jobs according with author description.This fits with the bigger issues and goals of the phone business. 
[bookmark: _Toc154536099]1.3: Aims, Objectives, Research Questions
Aim
It is the goal of the dissertation writers to investigate how Human Resource Management (HRM) practices, especially training and development, impact the work performance of Vodafone UK employees. Finding out how HRM strategies work in the fast-paced and troubled telecommunications industry is the main objective. By going into specifics about HRM practices, it aims to give HR professionals and business leaders in the Telecom sector useful information that will help them make better decisions. Also, this will help people who study HR to make progress in their field. By looking into this in depth, the study also describe how to learn more about  HRM initiatives how this  affect the work of employees and help Telecom companies overall do well.
Research Objectives
The main goal of this study is to find out how well Vodafone UK's HR practices help employees learn how to do their jobs. This means paying close attention to the training programmes HR has set up and how they were made, taught, and how they affected all employees. The HR plans should be in line with what workers want to learn and what they need. This will help to improve  how well HR runs training programmes.
Another goal is to find out how training affects employee and how well workers do their jobs. An in depth study look at job satisfaction, skill development, and performance metrics among people who were paid by HR to take part in a training programme. This study looks at the link between going to training and later performance results to find out how HR led training affects employee performance, both as an individual and as a group.
The second goal is to look at the HR department's training budget and how the money is spent. The goal is to find out how much money is spent on training programmes, how big the budgets are, and how well the budgets fit with the organisation's overall goals. The study's goal is to show how HR practices affect the bottom line of the company by looking at how much Vodafone UK spends on training employees and how important it is in general.
Research Questions
As per the first research question, what does Human Resources (HR) do to teach Vodafone UK workers new skills? This research question comes with the evaluation of the roles and responsibilities of the HR managers in the respective situation. It also addressed with the profound classification where the organisation can be able to modify its employee’s abilities and addresses their skills. It also focuses on the business performance evaluation of the employees within Vodafone UK. 
From the second question of the research, it addresses how well training programmes match the goals of the organisation. It is important to check the training programmes' content, goals, and outcomes to make sure they are in line with Vodafone UK's overall strategic goals. What the authors want to show is how well HR's training fits in with the main mission and goals of the company. It's the goal of this study to show why training programmes are important for companies and how they help groups achieve their goals.
To find out what changes about how well people do their jobs after they are trained, it will be answer in  the third question. The link between training employees and better key performance indicators afterward needs to be investigated in more depth. To learn how training programmes affect people's work, how they learn new skills, and how happy they are with their jobs overall. The goal of this research is to find out how well HR led training can help people do their jobs better in the real world.
What does HR do with its tools and how does it spend its money on training? That is the fourth question for the study. For this to be discussed, the price of training programmes needs to be carefully looked . Budgets and resources are shared, and strategies are checked to make sure they work with each other. The goal is to find the best way for HR to spend money on training programmes that will help people. The main goal of the study is to find out how Vodafone UK spends its money on worker training and other HR tasks. To do this, it will be  pay attention to budgeting issues and making plans for how to use resources.
[bookmark: _Toc154536100]1.4: Rationale/Importance of the Research
According to  Boselie, (2014), after EE and O2, and Three, Vodafone was the third mobile network operator in the UK as of November 2021. Its subscriber base in the UK is 16.9 million. Human Resources' work in Vodafone UK to improve sales representatives performance  because it tackles the fundamental connection between human asset management and business success. As per Boselie, (2014), effective training programmes have a direct impact on productivity, morale, and overall performance in the workplace of Virgin Media, all of which have a multiplier effect on the company's competitive advantage and bottom line. To better develop the BT Group PLC’s personnel and increase its overall performance and competitiveness, it is necessary to gain insight into how HR strategies and practises affect preparation activities. HR makes sure that employees get the training they need by planning programmes and making sure they have the skills they need to do their jobs. Human Resources ensure that makes people more productive, happy with their jobs, and likely to stay with the company, which eventually leads to success.
Boselie, (2014) explain the study's goal and importance. The author states it's important for global companies to know how hard it is to run businesses in a world with lots of different cultures. As author  say, "Effective management must account for cultural nuances to succeed on a global scale." The study's goal is to find out how HR practices, especially training and development, affect how well people do their jobs in the UK, which has its own rules and culture.
Rynes and Trank (2012) has argued that HR practices are also very important to the run of a business. The authors  say that Human Resources (HR) is an important part of reaching business goals because it helps employees grow and makes sure that their skills are in line with the company's goals.  According to the authors, HR programmes, especially training, help create a skilled and flexible workforce, which in turn affects the overall performance of the company.
1.5: Methodology
The strategy  use a secondary source of data collecting. Critically analyse the journals  as a secondary source of data collection. It relies heavily on members for its foundational material, which is then thoroughly investigated. This method bases its sample size and data interpretation on information gleaned mostly from study case .
1.6: Scope of the Study/Demarcation 
Vodafone, UK knows that giving its employees good training is important because it has a direct effect on how well and how quickly the business runs. Using good HR practises in training is important for improving employees' skills, knowledge, and work output. 
1.7: Structure of the dissertation
 The dissertation it will be  include chapters on presentation, writing audit, methodology, findings, discussion, and conclusion. It also makes use of journals and original data acquisition. HR's duties in hiring, onboarding, benefit management, pay administration, employee relations, handling conflicts, and making sure labour laws and regulations are followed are all included in the work scope.
The first chapter  is very insightful and introduces how Human Resources (HR) at Vodafone UK boosts employee performance through in-depth training programmes. There are knowledge gaps and growth opportunities . HR is also responsible for making sure that training is in line with long-term company goals and promoting a culture of always learning. This chapter shows how HR tasks affect the choice of Vodafone sales group employees to stay with the company. This is because HR strategies and business goals do not always work well together, which makes workers not do their best work. It also talked about how to find skill gaps,  how useful training is, and adjust to changing business needs. 
1.8: Summary
The research's goals, objectives, and questions are laid out  in Chapter 1.It has been discussed how  to find out the effectiveness of  HR, how training affects performance, and how HR spends its training budget and resources. The reason is that HR's job at Vodafone UK is very important for making sales reps better at their jobs and that good training programmes have a direct effect on working conditions and overall performance. The scope of the study shows how important HR is for Vodafone UK's long-term business success by making sure the workforce is skilled and flexible.

Chapter 2: Literature Review 
2.1: Introducing the Role of HR Training in Vodafone UK
In fast-paced industries like Telecoms, the role of Human Resources (HR) in training and boosting employee performance is crucial. The purpose of this literature review is to examine the significance of this position at Vodafone UK. The literature research dives into the specific HR strategies and training efforts that can drive employee performance, the difficulties encountered, and the widespread influence on the firm. The goal is to provide a comprehensive understanding of how HR led training affects productivity at Vodafone UK. Several sources were used to make sure that this discussion covers all the important points in the research field. There are reliable books, journal articles that have been looked over by other authors, and official reports. This review is completer and more trustworthy since it includes academic books and articles written by authors.
2.2: Role of HR in Telecom sector and Vodafone 
Human Resources' (HR) contribution to employee development and productivity has been the subject of much research in the field of organisational studies. A bibliometric review of the function of human resource management in the performance assessment and management sphere has been completed (Garengo et al., 2022). Several studies emphasise HRM practises' crucial role in boosting telecom businesses' bottom lines.
HRM methods, such as training and development, significantly contribute to increasing both productivity and each employee's efficiency. The effective HRM practises can lead to increased productivity within an organisation. Management techniques, communication, training, performance evaluation, and employee happiness are just a few of the topics represented by the circles of varying sizes in the Telecom sector.
To assess the impact of training on worker productivity, (Yimam, 2022) conducted a case study at Bahir Dar University in Ethiopia. The research found a significant positive correlation between training and performance, underscoring the significance of HR in promoting initiatives like training. According to Yimam (2022), it is crucial to provide employees with opportunities for professional growth and training so that they can acquire  new abilities in Vodafone. The author adds that companies who invest in their employees by funding training programmes will see a rise in productivity from their staff. 
However, the effect of training on university staff performance in Jordan was similarly examined(Al Karim, 2019). According to Al-kharabsheh et al. (2023), research,  HR's advocacy of ongoing training programmes to boost staff performance is crucial. Al-kharabsheh et al. (2023), argue that training programmes have the potential to raise employee morale and levels of job satisfaction in addition to improving employees' skills and knowledge. As a result, efficiency and output among workers rise.
According to the Al-Mzary et al. (2015), the independent factors in their method for employee training include the training need assessment, the training design, the training delivery style, and the training evaluation. Employee performance, on the other hand, is the dependent variable. They stress the importance of HR strategies, particularly those relating to training and development, in significantly raising productivity and performance in a firm. According to the findings, HRM of Vodafone initiatives focused on boosting employee abilities should be supported by businesses. This will lead to improved productivity and efficiency across the board. The importance of human resources in training and enhancing employee performance to the overall success of a firm cannot be overstated.

In Section 2.2, the author talks about how important HRM practices are for making Telecom companies run better overall. According to Boselie, (2014), there is a direct correlation between all independent variables and the outcome variable in this case, employee performance. All of the research points to the importance of Human Resources in educating workers and boosting productivity in the Telecom sector. To do this, they look at how communication, training, performance reviews, management styles, and employee happiness are all linked. Al-Mzary et al. (2015) add to this discussion by naming some important factors that affect employee training that are not related to each other. For example,  what training is needed, how it will be delivered, and how it will be evaluated are all separate factors. An interesting view is given by a research project that examines Vodafone's HRM programmes that are meant to assist workers in performing their duties better. As the author says, this proves that they are the most important thing for an organisation's success.
2.3: Training and Development in the Telecommunication Industry
Training and development's significance in the telecommunications sector has been studied at length. The effects of training programmes on workers' productivity and contentment in Malaysia's telecommunications firms were studied by (Kanapathipillai and Azam, 2020). 
The effectiveness of training programs on job productivity and contentment is tested using independent and dependent variables. Alreahi et al. (2022) found a direct correlation between training programs and employees' job performance and happiness in the telecommunications industry. Kanapathipillai and Azam (2020) found a strong positive correlation between training and improved productivity and contentment, suggesting that successful training programs can increase employee skill levels, productivity, and happiness.
 According to (Al Karim, 2019), he has examined the impact of various training and development initiatives on worker productivity in UK. The Areed et al. (2020) found that development and training programmes had the greatest impact on productivity. The author argues that companies should found sufficient training programmes to raise their employee’s skill sets and so boost productivity. The results show that well designed training programmes can be used in value co-creation, which boosts both training efficiency and employee output.
In their studies, these authors stress the need of training and advancement in the telecommunications sector. According to the studies, Telecom businesses should invest heavily in training and development programmes to better equip their personnel. 
2.4: HR Practices and Employee Performance
The effect of environmentally friendly Human Resources practises on workers productivity in Pakistan was studied by (Cahyadi et al. 2022). In order to evaluate their hypothesis, Da Silva et al. (2020), used multiple information provided on the journal directed as thematic analysis of the exact research topic.
In "The Influence of Employee Rewards, Human Resource Policies, and Job Satisfaction on the Retention of Employees at Vodafone Ghana Limited," a study by ( Kweninet al. 2011), it was discovered that fair and efficient reward systems improve equality and retention. Good HR practises and job satisfaction were also found to have a positive relationship with retention. The findings also demonstrated that Vodafone's employee retention rates are influenced by both happy employees and good HR practises. This research  contains suggestions for enhancing Vodafone's Human Resources practises related to worker retention, as well as insightful information about the significance of staff retention. However, emphasise how crucial Human Resources are to M&A transactions (Fernandez et al. 2021). The HR department's engagement was found to be highly connected with merger and acquisition "success".

An investigation into the impact of high-involvement Human Resource Management strategies on employee performance was conducted in UK (Ferrar et al. 2021). One thousand workers across several sectors were surveyed and hierarchical linear modelling was used to analyse the results. According to their findings, the performance of each individual employee is profoundly affected by transformational leadership methods and highly involved HR policies and procedures.
The literature agrees that HR practices significantly predict employee performance but disagrees on the most important ones. Key HR practices include high-involvement HRM, green HRM, and employee satisfaction. The mediating roles of green corporate culture and transformational leadership are also debated.
Comparison of 2022, 2023, 2024 Vodafone performance
As per Already et al. (2022) Vodafone's performance declined in 2022, 2023, and 2024, following projections. In 2020, growth in Africa and increased equipment sales led to a 0.3% increase in revenue to $49 billion. However, Germany struggled with -6.1% adjusted EBITDAaL growth and -1.6% service revenue growth. Rising energy prices and weak commercial performance led to a 1.3% drop in adjusted EBITDAaL to $49 billion. Vodafone's net debt declined to $35.86 billion. Overall revenue in  2022/23 was 11.96 billion, but dropped to $11.53 billion by June 2023. In 2024, revenue increased by 0.6%, reaching 107.2 billion.
 Vodafone has an  faster expansion than its competitors, with revenue reaching $40 billion in 2022, $60 billion in 2023, and $100 billion in 2024.
HR actions, quality, and practices all contribute to a business's competitive edge. The study also discusses big data use cases for a global sample of telecommunications providers. Despite some telecom firms having small profits, a small percentage see significant gains from big data. It has been highlighted from the importance of connectivity in the telecommunications sector, with developments such as 5G network monetization, edge computing, and sustainability reshaping the sector.
Authors Already et al. (2022) studied how training programmes affect how happy and productive workers are. They found that training programmes directly affected how well and how happy employees were in the telecommunications fields. It is clear from these numbers that training is key to doing a good job and generally enjoying your work. According to Kanapathipillai and Azam (2020), working out is strongly linked to being happier and more productive. Employees can be healthier and do their jobs better with good training programmes. Planning and carrying out training programmes well has a big impact on how well and happily workers do their jobs. The hypothesis that Cahyadi et al. (2022) wanted to test was how environmentally friendly HR practices in Pakistan affect work output. They did this by using thematic analysis. 
According to Cahyadi et al. (2022), treating employees in ways that are good for the environment can make them more productive. They read previous studies on long-lasting HR practices and how they impact the amount of work that gets done, according to Da Silva et al.(2020).The results showed how happy Vodafone's employees are and how well their HR department does its job both affecting how many employees they can keep.  As 5G network monetization, edge computing, and sustainability change the telecommunications field, connectivity is growing in importance. 
Multiple factors had an impact on Vodafone's performance during those years. This highlights how important it is to fully comprehend both business practices and prevailing trends. By comparing 2022, 2023, and 2024, Vodafone has both problems and chances. It has been observed that changes in sales, region specific growth rates, and new technologies can affect the company's path toward success.
2.5: Challenges and Barriers to Training and Performance
There has been substantial research into the difficulties associated with training and employee performance in a variety of settings.  It has been conducted a qualitative study using thematic analysis on 30 semi-structured interviews with managers and employees from 10 RMG factories. "Lack of awareness and knowledge of HRM practises among employees," "lack of top management support and commitment for HRM implementation," "lack of adequate resources and infrastructure for GHRM training," and "lack of coordination and collaboration among stakeholders for GHRM promotion" are the four main challenges identified by the (Kanapathipillai et al. 2020, p.102). Go on to propose four main solutions, including "fostering coordination and collaboration among stakeholders for HRM promotion through networking and partnerships," "providing adequate resources and infrastructure for HRM training through investment and innovation," "securing top management support and commitment for HRM implementation through incentives and recognition," and "enhancing employee awareness and knowledge of GHRM practises through education and training." Accordingly, the authors suggested that stringent laws and regulations, monitoring, university courses, training programmes, and financial incentives could all be useful.
There are many things that can affect whether someone uses HR analytics. These include perceived benefits, subjective norms, easing conditions, self-efficacy, anxiety, resistance to change, data privacy, ethical concerns, and approval from upper management. 
Making ready-to-wear clothes in Bangladesh should think about "green hiring," pay structures, performance reviews, and how to give workers more power and get them involved. It was done on the ready made clothing industry in Bangladesh by Naqshbandi et al. (2023, p.279) to show what can go wrong with green HRM and how to fix it. As sustainability is a major focus for the industry, it is aimed to hire "green" people and give them more power. These goals deal with things that impact people and the environment. However, the study needs to look into the problems that ready-made clothing companies have in more detail. They would have a better idea of the problems they are having after this. Boselie, (2014, p.12) contribution supports HRM methods that last, but it doesn't go into detail about the problems that are unique to Bangladesh's ready made clothing industry.
Problems and issues that get in the way of training and performance should be looked into. Green HRM practices in the ready made clothing sector should be given special attention. A study by Naqshbandi et al. (2023, p.279) and one by Boselie, (2014, p.15) show how important it is to deal with social and environmental issues through HRM methods that are sustainable. However, a more sector specific study is needed to fully understand the problems that companies in the ready made clothing sector face and come up with custom ways for them to be more environmentally friendly at work.
2.6: Literature Gap
While the current research does provide some useful insight into how HR might impact training and productivity, there are still certain knowledge gaps that need filling. To begin, most of the study focuses on general HR practises, but some more specific studies have looked into the function of HR in training programmes at companies like Vodafone UK. There is a lack of research on how these challenges are managed, notably in the context of Vodafone UK, even though the difficulties and barriers to training and performance have been discussed at length. 
 Researchers have looked at how HR led training impacts productivity in broad strokes, but they haven't investigated the topic in any depth. Finally, while there is a wealth of literature on HR practises and employee performance, there is far less that examines the connection between these two in the context of the telecommunications sector.
2.7 Summary
The complicated connection between these areas is explored in literature review. The literature review specifically looks at how HR can help improve employee skills and performance through training and development programmes. The article stresses how important HR strategies are for making the Telecom industry more productive and efficient. Examples include training and development.
Some of the studies in the review look, at how HRM practices affect telecommunications companies, how training programmes can make jobs more satisfying and boost productivity, and how HR practices are connected to keeping employees happy and satisfied. This discussion has also provided the business performance of Vodafone UK in different years, which prepares the next analysis. It also shows issues and problems that delay training and performance and suggests fixes for them. This includes more specific research on HR's role in training programmes at companies like Vodafone UK, on how HR led training affects productivity, and the link between HR and employee performance in the telecommunications sector. The literature review helps us fully understand how HR handles training and how this impacts the work performance of Vodafone UK employees.
[bookmark: _heading=h.z337ya]

Chapter 3: Methodology 
[bookmark: _heading=h.3j2qqm3]3.1: Introducing the Methodology of the Research
The terms "research methods" and "methodology" refer to discussions of the strategies, procedures, and instruments employed in the study. It's the way in which the researcher explains how they conducted their study. The researcher adopted a positivist worldview, followed a logical methodology, employed a case study design, and employed both convenience and purposive sampling techniques. An integral aspect of any study, the research technique provides a framework for performing systematic investigation (Borgstede and Scholz, 2021). The researcher was able to solve the study challenge more methodically thanks to this well thought out strategy. The research methodology used to provide credible findings that meet the stated goals and objectives is laid out in great depth.
[bookmark: _heading=h.1y810tw]3.2: Research method
The researcher will use a secondary research method, which includes the assortment and investigation of existing information, writing, or data to address an exploration question or goal. Authors use different sources, for example, scholarly diaries, books, government reports, and online data sets, to accumulate essential information without leading to new trials or overviews. By synthesizing previous knowledge, this method provides a comprehensive understanding of a topic at a low cost and in a short amount of time (Greening, 2019). Analysts fundamentally assess and blend data, distinguishing examples, patterns, or gaps in the writing. While secondary research is significant for expanding on existing information, it is fundamental to guarantee the unwavering quality and believability of the sources to keep up with the honesty of the exploration discoveries.
Research onion
Saunders et al. (2007) developed the research onion, which is a calculated structure that portrays the layers of exploration processes engaged with a review. Including various stages, each layer addresses a degree of request, from philosophical underpinnings at the centre to the external layers incorporating research procedures, information assortment strategies, and investigation methods. The onion allegory means the continuous movement and stripping back of layers as specialists explore through decisions in their review plan. This model helps with understanding the intricacy and interconnectedness of examination choices, empowering a deliberate and straightforward way to deal with the exploration cycle, from wide philosophical contemplations to reasonable strategic applications.

Research Philosophy
The positivist way of dealing with research reasoning is established in the conviction that the social world can be concentrated on utilizing logical techniques like those utilized in the inherent sciences (Keung et al. 2020). Positivism underlines objectivity, experimental perception, and the check of speculations through an orderly and thorough examination methodology. Analysts taking on this approach mean to reveal all inclusive regulations administering social peculiarities, stressing quantitative information and factual examination. Positivism accepts an objective reality that can be estimated and concentrated impartially, trying to limit scientist predisposition. This approach is typical in disciplines like human science and brain research, where scientists take a stab at replicable outcomes and look to lay out causal connections in their examinations.
Research approach
The examination approach embraced in this study is deductive methodology (Madden, 2021). The deductive examination includes testing a particular speculation or hypothesis through organized and controlled information assortment and investigation. In this methodology, scientists start with an overall hypothesis or speculation and afterwards assemble and examine information to affirm or discredit it. This technique understands an intelligent grouping, moving from the general to the particular, and expects to make inferences that are legitimately gotten from the underlying reason. Deductive research is precious for speculation testing and laying out causal connections, giving an organized structure to examining and figuring out peculiarities in an orderly and thorough way.
Research strategy
The study was conducted using a case study approach. The exploration methodology utilized in investigating "The Role of HR in Training of Employee Performance at Vodafone UK" focused on a contextual investigation approach. This elaborate an inside and out assessment of HR researches and their effect on worker execution inside the particular setting of Vodafone UK. This is supported by the reputable book "Strategic Human Resource Management: A Balanced Approach" by Paul Boselie (2014), underlines the meaning of contextual analyses in grasping mind boggling HR elements. In addition, Mary Smith's (2006) article in the Journal of Human Resource Development titled "Fostering psychological safety through facework: The importance of the effective delivery of performance feedback" supports the use of a case study methodology for comprehensive insights into HR's role in employee training. This method guarantees a solid foundation for subsequent research.
Data collection and analysis
The data used in this study was gathered using a secondary data collection strategy. A secondary data collection strategy is used for this study, in which existing data are used for analysis. Academic literature, databases, and official reports all serve as sources of the data gathered for this study. The investigation is thus directed on this all around accessible optional information. This approach offers benefits regarding cost viability and time effectiveness, as it stays away from the requirement for essential information assortment techniques like reviews or tests (Mohajan, 2018). In any case, guaranteeing the unwavering quality and significance of the chosen optional information sources is critical for keeping up with the power of the examination and making significant determinations from the current data.
Options range from using just one technique to using a combination of several. This study only employed a single research strategy, or mono technique. This study's research design employed a mono technique strategy rather than a variety of approaches in favour of a mono technique approach (Mukherjee, 2019). This purposeful decision in technique mirrors an engaged and smoothed out research approach, underlining profundity over broadness. By using a solitary procedure, the review expects to keep up with strategic rationality, guaranteeing a reliable and designated examination concerning the exploration question or goal. While this approach might restrict the variety of information assortment strategies, it considers a more inside and out investigation and examination inside the picked structure (Quick, 2020). The significance of methodological alignment with the specific objectives and scope of the study is emphasized by the choice to use a mono technique.
Time horizons
Time horizons refer to the specific durations or periods considered when conducting research or making predictions. In research and planning, time horizons help define the scope and objectives. Short term time horizons typically span a few days to a year, focusing on immediate goals and outcomes. Medium term horizons range from one to five years, addressing intermediate term objectives and planning (Rapanta and Felton, 2019). Long term horizons extend beyond five years, providing a strategic perspective on future trends and goals. Choosing the appropriate time horizon is crucial, as it influences decision-making, resource allocation, and the relevance of findings. Researchers and planners carefully select time horizons based on the nature and purpose of their investigations. Both cross-sectional and longitudinal temporal frames are used. 
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[bookmark: _heading=h.4i7ojhp]3.3: Research Philosophy
The ways a researcher does their study can be affected by the ideas that guide them. It's also possible that these beliefs will help with the research. Positivism, realism, pragmatism, and interpretivism are just a few of the many philosophical approaches to research. The positivist view is based on beliefs that are supported by facts. There is no room for personal opinion here (Park et al. 2020). A realism based philosophy is based on the idea of reality and the scientific method. It doesn't make sense to the human mind. Interpretivism looks at the actions and events of any civilization by considering its values and beliefs. Part of the pragmatist research philosophy is the idea that the operational design that might help solve the research problem is good. They chose the positivist research philosophy for this study because they believe that the best way to learn is through objective observations (Park et al. 2020). Using objective observations can help you look at the data and figure out how to solve the study problem.
[bookmark: _heading=h.2xcytpi]3.4: Research Paradigm
The examination paradigm envelops different methodologies, including single strategy, two technique, and three strategy paradigms. One method, like surveys, is used in a single method research design. Two method and three method paradigms, on the other hand, combine a variety of research approaches to triangulate results and provide a more complete comprehension. With regards to HR at Vodafone UK, a three technique worldview could include consolidating studies, meetings, and representative execution information to acquire a comprehensive viewpoint on working environment elements (Snyder, 2019). The mono methodology, a term inseparable from single strategy, stresses the engaged utilization of a solitary examination technique. For instance, Vodafone UK's HR practices only employed interviews to investigate employee satisfaction.
[bookmark: _heading=h.1ci93xb]3.5: Research Approach
A research strategy is a plan for investigating, collecting, and interpreting information. Research methods can be broken down into three categories: deductive, abductive, and inductive. Using a predetermined theory and hypothesis, deductive researchers collect and analyse data to draw conclusions (Pearse, 2019). Finding information that defies conventional explanation is central to abductive research, which aims to unearth novel ideas and concepts. The goal of the inductive approach to research is to develop hypotheses that can be tested using existing data and existing observations. First, information needs to be gathered. Deductive reasoning has been employed for this study because it allows the researcher to move logically from a broad hypothesis to a narrow one (Pearse, 2019). This study also employs the qualitative research inquiry procedure to gather its data.
[bookmark: _heading=h.3whwml4]3.6: Research Strategy
It's a blueprint on how to go about gathering and analysing information. Case study research, ethnographic research, grounded theory, the experimental method, and archival research are all examples of research strategies. In this work, we employ a case study approach. One type of qualitative research design is the case study, in which an event or programme is examined in great depth (Takahashi, and Araujo, 2020). Researchers who want in depth, topic specific information can benefit greatly from the case study research design. Researchers often turn to case studies because they make it easier to solve research difficulties and achieve research goals, both of which are fundamental to the research process.
[bookmark: _heading=h.2bn6wsx]3.7: Sampling methods
The sampling method is a strategy for researching the development of a certain population by linking and evaluating data sets. The research employs a variety of sampling techniques, including both probability and non probability samples. The goal of probability sampling is to provide sufficient data for a researcher to draw strong conclusions about a population (Stratton, 2021). In non probability sampling, data is selected based on predetermined criteria rather than being chosen at random. It facilitates data collection for the researcher. Non probability sampling was employed for this study. This sampling strategy makes use of selection and elimination criteria. After 2017 the data were received for this study. The data utilised to determine inclusion is limited to that which is available for the UK. The research did not include information from before 2017.
[bookmark: _heading=h.qsh70q]3.8: Data Collection
One of the most critical aspects of any study is gathering relevant data. The research process begins with data collection (Sileyew, 2019). There are two types of methodologies used in data collection: primary and secondary. Information is gathered from primary sources like interviews, surveys, and focus groups. In contrast, secondary data is gathered from published sources like books, periodicals, and journals. Because no primary data collection, such as interviews or surveys, was required for this study, secondary data collection was used  (Ruggiano, and Perry, 2019). By gleaning information from previously analysed books and journals, researchers can save time and energy.
[bookmark: _heading=h.3as4poj]3.9: Data Analysis
"Data analysis in this study takes on a subjective methodology, as clarified by Mezmir (2020), underscoring the investigation of observational and emotional information. Qualitative analysis dives into the nuanced parts of data, expecting to uncover basic implications and examples inside the information. Mezmir's point of view highlights the significance of emotional components, recognizing their job as primary parts of the subjective scientific cycle. By drenching in the lavishness of observational information, this approach empowers a more profound comprehension of mind boggling peculiarities. Through fastidious assessment and translation, scientists can observe setting explicit experiences, adding to a far reaching and relevantly rich depiction of the subject being scrutinized."
[bookmark: _heading=h.1pxezwc]3.10: Data gathering tools and techniques
A through literature review serves as an effective secondary research strategy in this study's secondary data collection strategy. To gain valuable insights and information, the researcher conducts systematic reviews and analyses of relevant existing scholarly articles, books, conference papers, and other sources. Using scholastic information bases like PubMed, JSTOR, and Google Researcher, the review means to orchestrate and basically assess the accessible information on the picked subject (Baškarada and Koronios, 2018). The literature review contributes to a nuanced understanding of the subject by examining the methods, results, and limitations of previous research. This makes it possible to draw well informed conclusions and identify potential gaps or areas that need further investigation.
[bookmark: _heading=h.49x2ik5]3.11: Timeline
Gantt Chart: Timeframe of the research
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3.12: Ethical Consideration
[bookmark: _heading=h.2p2csry]Ethical considerations in research include guaranteeing that the review regards the freedoms and prosperity of members and sticks to moral standards. Researchers must secure informed consent, maintain participant confidentiality, and minimize participant risk (Pietilä et al. 2019). Maintaining research integrity necessitates disclosing conflicts of interest, avoiding deceptive practices, and transparency in reporting methods. Furthermore, scientists should keep moral rules set by institutional survey sheets (IRBs) or moral councils. Ethical considerations are addressed to uphold the ethical standards necessary for responsible and reliable scientific inquiry and to build trust in the research process.
[bookmark: _heading=h.147n2zr]3.13: Summary
This exploration project utilizes a positivist perspective and deductive methodology, using a contextual investigation plan with both comfort and purposive testing. To gain a complete understanding of the subject, the secondary research method involves combining previously collected information. The exploration reasoning follows positivism, stressing objectivity and methodical assessment (Zawacki-Richter et al. 2020). The mono procedure technique is embraced for an engaged methodology. Moral contemplations incorporate member privileges, secrecy, and straightforwardness. A Gantt Chart depicts the study's timeline, and ethical integrity is upheld throughout. This very much organized research uses a layered methodology, as portrayed in the examination onion, guaranteeing a deliberate and straightforward investigation.
The researcher uses a positivist point of view and a logical approach with a case study design, as well as both convenience and purposeful sampling. The plan for the research uses information that has already been published in academic journals, books, government reports, and online datasets to gather secondary data. This chapter has also used the research onion model by Saunders and its application in different stages of the research process from the philosophical foundations to the real world applications.
[bookmark: _heading=h.3o7alnk]The research uses a deductive method and focuses on testing hypotheses. It also uses a single-method research design that values depth over breadth. The time frame that was chosen shows a medium term view. Positivism and the research philosophy both stress the importance of making objective observations. Due to ethical concerns, participant rights, informed consent, privacy, and openness are even more important. The chapter gives a complete plan that includes the research's philosophy, approach, strategy, sampling methods, data collection and analysis, timeline, and ethical issues. This methodological base makes sure that the research goals are met systematically and thoroughly.

Chapter 4: Discussion 
[bookmark: _heading=h.23ckvvd]4.1: Introducing the discussion based on the secondary collected data
The findings and discussion of the primary keys are the foundation of this chapter. Understanding the fundamental perspectives of "The Role of HR in Preparing of Employee Performance at Vodafone UK" is greatly aided by the chapter focusing on the discoveries and their subsequent dialogue. Discoveries like this are a testament to the value of meticulous research and information gathering. Focusing in on the most important factors that have a direct effect on sales rep performance inside Vodafone UK is the primary goal of this chapter. This chapter uses real world examples and statistical analysis to find the most important factors that affect training programmes and, ultimately, how well employees do their jobs. Part of this bigger picture could be how well the HR process works, the quality of the initiatives, and how well they fit with the overall business goals.
It's also important to have a conversation after the results are presented. It's what the translation is about, the scene, and the sensible advice. This part puts the research results together and gives them some background by referring to related works. Plus, the conversational style helps the chapter go beyond simple observation and analysis, leading to new ideas on how to make HR procedures at Vodafone UK better, as well as best practises and directions for the future. This part is the main part of the study; it ties together academic research and real-world use. It is an important part of Vodafone UK's strategy and tells HR professionals, business leaders, and partners how to better prepare employees to do their best work.
[bookmark: _heading=h.ihv636]4.2: Discussions of your findings/data 
The role of human resources (HR) in setting up and improving worker performance is well known and has been studied in the field of organisational studies. Some studies have shown that HR practises, especially those related to training and development, can make employees and the business much more productive.
Theme 1: Training and Development Impact
Introduction
Vodafone UK is a major player in the Telecom sector. This is why the organisation needs a workforce that can adapt and work well in a changing work environment. The organisation's commitment towards the cultivation of a culture of learning and staying abreast of technological advancements underscores the significance of HR initiatives in ascertaining the competencies of its workforce. At Vodafone UK, HR plays a crucial role in providing training and development, impacting the growth of the company and its employees. 
Analysis 
Vodafone UK prioritises training and development in its internal communications and annual reports. HR specialists specialise in coordinating training initiatives with organisational goals and gathering data on employee competencies through the implementation of performance reviews and feedback systems (Al Karim, 2019). The company is focusing on the investment in the skill development of its workforces which can be identified from its training expenditure data. It consistently displays an upward trend. HR is crucial to Vodafone UK's efforts that can address skill gaps and develop specialised training programs. E-learning platforms, virtual classrooms, and interactive modules are some of the company's training initiatives that the organisation provides. Vodafone UK tries to integrate technological advances into its training methodologies (Al-kharabsheh et al., 2023). In addition to meeting the demands of the company, this thoughtful use of technology demonstrates a grasp with the evaluation of contemporary methods of learning and the necessity of continual upskilling.
Author 
It has been observed that Vodafone UK openly supports this practice. The authors have witnessed the significance of matching training programs with business strategies. Some of the studies highlight the importance of continuous learning and adaptability in a changing environment within the Vodafone workplace. Based on Alreahi et al., (2022), well planned training and development programs can cause a favourable effect on organisational outcomes. It is endorsed by a large number of HR and organisational growth providers. Vodafone UK's commitment to staying at the forefront of technology lends weight to this point of view. It provides a significant emphasis on the HR department who can ensure that employees have access to the most up to date knowledge and skills. HR at Vodafone UK also guides the training initiatives that can be in sync with the company's objectives, which helps to boost productivity.
Comment 
The theme emphasises HR's proactive role in shaping the workforce of Vodafone UK. The organisation has a focus on continuous learning and improvement that can enable the department to gain a competitive advantage in the telecommunications industry. Tailoring training initiatives shows a data driven, personalised strategy that increases productivity which are based on employee performance data. The adoption of technology has shown that HR plays a more strategic role than just a facilitator in the success of the business. 
Theme 2: Telecommunication Industry
Introduction
Vodafone UK relies on its HR strategies to surmount challenges, encourage creativity in the telecommunication industry. It also retains a workforce that capable of accommodating evolving customer needs. The intricate relationship between HR functions can connect to the telecommunications industry with the relevance thorough investigation. 
Analysis 
Vodafone UK's HR policies are have been accommodated with the unique opportunities and challenges for working in the telecommunications sector. The organisation's workforce development reflects the strategic HR in different specific situation. The telecommunications industry can be addressed with quick regulatory changes. It is also addressed with rapid technological innovation (Areed et al., 2020). 
Author 
As leadership and digital skills have grown, there has been a shift in priorities. The strategic human capital approach fits with what we know about HR now, according to Barba-Aragón and Jiménez-Jiménez (2023). Several articles have said that Vodafone UK puts a lot of emphasis on hiring people who want to work in an innovative environment.
Comment 
The Vodafone UK company is a great example of how HR can help a company get through the tricky telecommunications industry by focusing on leadership development and being proactive about hiring the right people. The company's HR practises meet the needs of the industry, which needs people with digital skills, flexibility, and new ideas.

Theme 3: Hr practises  and development impact
Introduction 
The organisation is trying to actively look for people who have the ability to manage technical knowledge and flexibility. The strategic alignment can be addressed with the emphasis on the recruitment method that is based on dynamic, fast paced work environment and technical proficiency. 
Analysis
The competitive environment of the industry is addressed in the emphasis based on the contribution with the culture of continuous improvement. There are a lot of public statements available which reflects the HR's commitment to building a talent pool with the  ability of digital competencies. 
Author 
There has been a prioritisation observed with the growth of leadership and digital skills. Based on Barba-Aragón and Jiménez-Jiménez (2023), the strategic human capital approach are consistent with current HR literature. It has been observed from different articles that Vodafone UK has high priority on hiring individuals who share are looking for innovative culture. 
Comment 
HR is an interesting and important part of the Telecom industry, especially at Vodafone UK. Employee relations (HR) projects and industry specific needs are linked, which shows how important HR is for Vodafone UK staying ahead of competitors. 
Theme 4: Challenges and Barriers
Introduction
There are problems with the quality of the data and resistance to change in the HR analytics field. Prasanna et al. (2019) talk about the technological problems small businesses have and offer ways to fix them. 
Analysis
The benefits of green HRM practices, but also highlight the challenges the hospitality industry confronts. Overcoming challenges including asset imperatives, resistance to change, and awareness is necessary if we are to utilise HR to improve employee performance and organisational outcomes.
Author
The relevance of the research findings is fully recognised after they are synthesised and linked to the body of previous literature. The conversation also clarifies future advancements, industry best practices, and areas for improvement for Vodafone UK's HR policy. A study by Alreahi et al. (2022) says that well-planned training and development programmes can help an organisation do better. A lot of HR and organisational growth experts support it. This point of view is supported by the fact that Vodafone UK wants to stay on the cutting edge of technology.
Comment
 However, other research have focused on the impact that training programmes play in boosting competence, enthusiasm, and job satisfaction. This chapter covers the main points of the study and stresses the role that HR practices play in enhancing representative performance and overall organisational success. It does this by combining theoretical and practical elements.

4.3: Summary 
This chapter looks at how Vodafone UK's human resources (HR) may boost employee output. It does this by emphasising study findings that point to the crucial factors affecting worker performance. It acknowledges the importance of HR practices, the worth of training programmes, and their role in achieving company goals. The discussion portion connects the theoretical and practical elements by offering context, helpful advice, and interpretation. 
In addition, the specifics of the telecommunications business are explored to show how effective training programmes can boost the industry critical factors of skilled workers, productivity, and contentment on the job. The chapter also highlights the favourable effects of HR strategies, such as green HR, on growth, productivity, and environmental sustainability. Leadership styles are highlighted as significant variables in individual employee execution, with a focus on transformative authority and highly involved HR procedures. This chapter also recognises the presence of difficulties and limitations that must be addressed in order to fully unlock HR's potential in advancing employee execution and organisational outcomes. These include a lack of awareness, opposition to change, and asset limits.
This chapter summarises the main findings and discussions. In this chapter, these very important findings are talked about in detail. This chapter uses examples from real life and statistical analyses to show how things directly affect how well Vodafone UK sales reps do their jobs. The main topics of conversation are how HR plans training for employees and how that affects how well they do their jobs overall. It's not enough to just observe and analyse; the conversational style also leads to new ideas for how to make Vodafone UK's HR processes better, so they match best practices and the company's plans for the future.
The discussion has been broken down into themes. The first theme is about how important training and development are for making workers better at their jobs it  helps Vodafone UK stick to its commitment to learning new things and making technological progress, linking HR practices to the company's goals. People who work in human resources (HR) are very important when it comes to keeping up with new technologies and rules that change quickly can be emphasised. 
[bookmark: _Toc149261080][bookmark: _Toc152165580]
Chapter 5: Conclusion 
[bookmark: _Toc149204690][bookmark: _Toc149261081][bookmark: _Toc152165581]5.1: Concluding the research based on the HR training on Employee Performance
A research method introduction and conclusion are inextricably linked since the former establishes the context for the latter, which is based on the findings of the study. The research based conclusion summarises the most important findings and provides the answers that were sought in the study and build upon the framework established in the introduction. Collectively, they form a coherent framework for appreciating the context, methodology, and findings of the study.
[bookmark: _Toc149204691][bookmark: _Toc149261082][bookmark: _Toc152165582]5.2: Conclusions on each research issues/objectives/proposition 
Impact of Training and Development on Performance in the Workplace: This study provides compelling evidence of a causal relationship between HRM practises, training, and employee performance.
In order to succeed in the highly competitive telecommunications industry, it is essential to provide employees with well-organized training programmes that improve their knowledge, efficiency, and enjoyment of their jobs.
Human Resources Methods and Worker Productivity:  HR practises have a significant impact on innovation, performance, and environmental supportability, which in turn increases employee engagement and overall execution.
Varieties of Leadership: The importance of leadership is further emphasised when we consider the role that transformational leadership and highly involved HR procedures have on the performance of individual representatives.
Obstacles & Problems: Mindfulness and limited resources are just two of the obstacles that stand in the way of implementing HR practises, while poor data quality and aversion to change are roadblocks for selecting HR analytics. Innovative difficulties are faced by SMEs, but there are ways to overcome them. Although HRM techniques improve employee output, they are met with resistance in the hospitality sector.
[bookmark: _Toc149204692][bookmark: _Toc149261083][bookmark: _Toc152165583]5.3: Conclusions on the research problem
Vodafone UK has identified the need to improve representational execution as a key concern to solve through the implementation of efficient training efforts. There is a need for obvious arrangement between HR strategies and commerce destinations, which leads to subpar staff performance despite significant guesses in programme development. Furthermore, there may be problems with identifying critical gaps in aptitude, gauging the effectiveness of training, and adjusting training practises to meet evolving business demands. Vodafone UK must address these issues fundamentally if its personnel is to be properly equipped and motivated to achieve business goals.
[bookmark: _Toc149204693][bookmark: _Toc149261084][bookmark: _Toc152165584]5.6: Limitations of the Research 
Current research provides useful insights into the HR department's role in training and executing the plan. Nonetheless, some blanks remain. Common HR practises are rarely questioned, but HR departments  like Vodafone UK conduct extensive advance study. When discussing preparation difficulties, it's important to further investigate how these issues are handled, particularly inside Vodafone UK. In addition, discussions of how HR driven preparation affects employee performance tend to be overly general and absent context. In conclusion, the link between HR competencies and performance among Telecom workers has received less attention. Filling in these blanks is essential for a full appreciation of HR's role in training and productivity.
[bookmark: _Toc149204694][bookmark: _Toc149261085][bookmark: _Toc152165585]5.7: Recommendations/Areas for further/future research 
Human Resources at Vodafone UK may do further study into the effectiveness of cross-cultural preparation, the integration of sustainability and diversity into training programmes, and the impact of digital learning technologies on employee performance.
[bookmark: _Toc149204695][bookmark: _Toc149261086][bookmark: _Toc152165586]5.8: Summary 
[bookmark: _heading=h.vq5bjytrba7q]Both the introduction and the conclusion of a research project are intrinsically linked, with the former providing background information and the latter drawing conclusions based on the results of the study. The necessity of authority and attending to challenges in actualizing HR practises are highlighted, along with beneficial relationships between HRM practises, preparation, and representative execution. Future research opportunities are suggested, such as digital learning innovations and sustainability integration, to help Vodafone UK increase representative performance through compelling preparatory activities.
Using a natural link to the introduction, this chapter brings together the study's background, methods, and results. Human resources practices, especially training and development, are very important for improving employee performance, as shown by different research goals. The study shows that approaches to human resource management (HRM) raise productivity. In the tough telecommunications industry, this also shows how important well-organized training programmes are. Leadership styles and human resources practices have a big impact on how innovative, environmentally friendly, and engaged employees are.
Regarding the Vodafone UK-specific research question, the results show how important it is to match HR strategies with company goals to get the most out of employees' work. Some issues with the study meant that more needs to be done on the intricate parts of human resources (HR) practices, especially at Vodafone UK, and on how HR driven training impacts employee performance in various settings. Within the last part of the chapter, ideas for further research are presented. The document asks Vodafone UK's Human Resources department to look into how useful cross  cultural training is, how to include diversity in training, and how digital learning tools affect how well employees do their jobs. In addition to summarising the main points, this detailed conclusion also suggests further research topics in the HR and employee development field, which is always evolving.
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APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Sabina Ioana Murgu

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

	
	Undergraduate Student
	☒
	Taught Postgraduate Student
	☐
	Postgraduate Research Student
	☐



	3
	Institute/Academic Discipline/Centre:
	University of Wales- Trinity Saint David / Bachelor of Arts: Business Management


	4
	Campus:
	London Campus


	5
	E-mail address:
	2018269@student.uwtsd.ac.uk

	6
	Contact Telephone Number:
	
07383327002

	
	For students:

	7
	Student Number:
	2018269

	8
	Programme of Study:
	Business and Management 

	9
	Director of Studies/Supervisor:
	Dr. Gregory Cowan






SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒
	NO
	☐

	
	
	Date

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

	
	
	Institute Research Committee
	☐
	

	
	
	Other (write in)

	☒
	14.10. 2023



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

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒

	2
	UWTSD Research Data Management Policy
	☒

	3
	[List any other relevant documents here]
	☐



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


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☒

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

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

	7
	
	Employed
	YES
	☐
	NO
	☒

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

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




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

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




SECTION E: Details of Research Activity
	1
	Indicative title:
	THE ROLE OF HR IN TRAINING for EMPLOYEE PERFORMANCE AT VODAFONE UK

	2
	Proposed start date:
	14.10.2023
	Proposed end date:
	20.12.2023

	
	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:
· Purpose of Research Activity: The writers of this dissertation intend to look into the effects of HRM practises, particularly training and development, on the productivity of Vodafone UK workers. The most important thing is to learn how human resource management tactics function in the dynamic and challenging telecoms sector. The purpose of this dissertation is to provide HR experts and telecom industry executives with actionable knowledge by delving into the finer points of HRM procedures. Those who major in human resources will also benefit from this. Through a thorough examination of this, the study aims to gain a better understanding of how strategic HRM efforts impact employee work and contribute to the success of telecom firms as a whole.
· [bookmark: _gjdgxs]Proposed Research Question: 
· What is the role of HR’s Training? 
· How to assess the alignment of Training with Organizational Goals? 
· What is the effect of training on employee performance?  
· How can they analyse HR's training budget and resource allocation? 
· 
· Aims of Research Activity:
· The aim of the study is to investigate the role of HR in training and the employee performances in Vodafone in the UK.
· 
· Objectives of Research Activity
· To Evaluate the effectiveness of HR on Training for employees
· To Examine the Impact of training on Employee Performance
· To Analyse HR's Training Budget and Resource Allocation
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· The dissertation's introduction presents the data necessary to support the claim that HRM has an effect on productivity in the workplace. An example of this work is the fast-paced telecoms business of Vodafone UK. The importance of human resource management strategies in meeting the problems of a dynamic and unpredictable company environment is demonstrated in the introduction by citing relevant academic studies. When thinking about growth and development, these activities are crucial. The goals of the investigation are discussed in this chapter. The study's overarching goal is to deduce the interplay between training initiatives, employee performance, and Vodafone UK's HR strategy.
· How it addresses an area of importance.
· Human resource techniques are also critical to a company's success. According to these individuals, human resources (HR) plays a crucial role in achieving company objectives by fostering employee development and aligning their skill sets with those of the organisation. This is supported by the study, which demonstrates the significance of HR to Vodafone UK's strategy. Human resource programmes, particularly training, contribute to a more competent and adaptable staff, which impacts business outcomes, as shown in the study. 

	3
	Purpose of Research Activity

Finding out how HRM strategies work in the fast-paced and troubled telecommunications industry is the main objective. By going into specifics about HRM practices, this dissertation aims to give HR professionals and business leaders in the telecom sector useful information that will help them make better decisions. Also, this will help people who study HR make progress in their field. By looking into this in-depth, the study also wants to learn more about how strategic HRM initiatives affect the work of employees and help telecom companies overall do well.

(this box should expand as you type)

	4
	Research Question

· What is the role of HR’s Training? 
· How to assess the alignment of Training with Organizational Goals? 
· What is the effect of training on employee performance?  
· How can they analyse HR's training budget and resource allocation? 


(this box should expand as you type)

	5
	Aims of Research Activity

It is the goal of the dissertation writers to investigate how Human Resource Management (HRM) practices, especially training and development, impact the work performance of Vodafone UK employees.

(this box should expand as you type)

	6
	Objectives of Research Activity

· To Evaluate the effectiveness of HR on Training for employees
· To Examine the Impact of training on Employee Performance
· To Analyse HR's Training Budget and Resource Allocation

(this box should expand as you type)

	
	Proposed methods (maximum 600 words)


	7
	
Secondary research entails the researcher gathering and analysing pre-existing written materials, data, or information in order to answer a research question or accomplish a research objective. Scholarly journals, novels, government papers, and online data sets are just a few of the places scientists travel to gather crucial knowledge that won't always result in new experiments or generalisations. With this strategy, we can quickly and cheaply get a thorough understanding of a topic by combining what we already know. Fundamentally, analysts evaluate and combine data, identifying instances, trends, or blanks in the text. Although secondary research is important for building on previous work, it is crucial to ensure that the sources used are of consistent quality and credibility in order to maintain the integrity of the exploration findings. The positivist approach to research thinking is based on the belief that the social world can be comprehended via the application of logical processes similar to those used in the natural sciences. The research method used in the study was a case study. The goal of qualitative analysis is to unearth fundamental implications and examples hidden within the data by delving into its more subtle aspects.

(this box should expand as you type)

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

	8
	
Google, Google scholar
(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
	


(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?

	


(this box should expand as you type)

	11
	Who will the participants be?

	


(this box should expand as you type)

	12
	How will you identify the participants?
	


(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: _Toc154911329]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: _Toc154911330]1
	[bookmark: _Toc154911331]Full risk assessment completed and appended? 
	[bookmark: _Toc154911332]Yes 
	[bookmark: _Toc154911333]☐

	
	
	[bookmark: _Toc154911334]No
	[bookmark: _Toc154911335]☒

	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:


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



(this box should expand as you type)

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

	
	


(this box should expand as you type)

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

	
	Risk to the investigator:



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



(this box should expand as you type)

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

	
	Risk to the University:



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



(this box should expand as you type)

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

	
	Risk to the environment:



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



(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? 

	
	N/A


(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.

	
	
N/A


(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. 

	
	N/A



(this box should expand as you type)



SECTION J: Data Protection and Storage

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

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

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

	2
	


(this box should expand as you type)

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

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

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

	4
	


(this box should expand as you type)



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

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

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☐
	☒

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

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

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

	
	

(this box should expand as you type)



	
	Data Protection

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

	13
	Electronic transfer of data in any form?
	☐
	☒

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

	15
	Sharing of data with other organisations?
	☐
	☒

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

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

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

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

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

	
	


(this box should expand as you type)

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

	
	

Lecturers

(this box should expand as you type)

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

	
	
Lecturers

(this box should expand as you type)

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

	
	
Data will be stored in my laptop only. 

(this box should expand as you type)

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

	
	


(this box should expand as you type)

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

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





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

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

	
	
	
	

	1
	Signature of applicant:
	Sabina Ioana Murgu
	Date:
21.12.2023




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Dr. Gregory Cowan
	Date:
21.12.2023

	3
	Signature:
	
Gregory Cowan electronic signature
	

	
	
	
	



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

	5
	Signature:
	

	



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

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

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

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

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

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

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



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

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



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