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                                                                ABSTRACT:


Effective leadership training and development programmes play a crucial role in enhancing the performance of employees in businesses. This dissertation use a case study approach to examine how leadership development has impacted employee productivity at Five Guys Inc. The study uses a mixed-methods research strategy, combining a questionnaire survey with semi-structured interviews with employees and managers. Descriptive statistics and content analysis will be used to examine the data and identify any relevant patterns or trends. The sample technique will focus on employees who have participated in leadership development programmes, and the study will be guided by social learning theory and transformational leadership theory. The purpose of this research is to examine how leadership development courses affect staff performance and to identify barriers to and strategies for improving their effectiveness. New studies back using these concepts to direct data analysis and give businesses useful pointers for boosting employee performance through the introduction of effective training programmes.









1. CHAPTER 1: INTRODUCTION

1.1 Background and Context
            Training and development programs are crucial for improving employees' skills, knowledge, and abilities and are essential for organizational growth and success (Pekruhl, 2018; Kouzes & Posner, 2017; Schmid et al., 2019). Five Guys Company, a fast-food restaurant chain, is well-known for its focus on employee training and development as a key strategy for growth and success (Kendrick, 2018). Effective leadership training can improve employee performance, job satisfaction, and reduce employee turnover rates, while the lack of training can lead to negative consequences such as decreased productivity and low morale among employees (Bass & Riggio, 2018; Azevedo & Sousa, 2021; Kouzes & Posner, 2017; Schmid et al., 2019).
          Therefore, the purpose of this study is to investigate the influence of training and development programmes on employee performance at Five Guys Company and to give insights that might inspire the design of effective training and development programmes in other businesses. The study contributes to the literature on the effect of training and development programmes on employee performance in the fast-food industry, specifically within Five Guys Company, and can help other companies design and implement effective training and development programmes to achieve their business objectives.

1.2 Problem Statement 
           Despite the importance of leadership development, many organizations struggle to create effective training programs that yield tangible results (Wilson & Stickling, 2019). Five Guys is no exception, as the company's current leadership training programs are not well-defined or consistently implemented across all locations. As a result, there is a lack of standardization in leadership practices, which may negatively impact the company's performance (Five Guys, 2021).
           Therefore, there is a need to investigate the impact of leadership training and development on employee performance at Five Guys. This study aims to identify the key training strategies that can improve leadership effectiveness and ultimately, enhance employee performance.


1.3 Research Aim and Objectives
         Using Five Guys Business as a case study, the major objective of this study is to assess the effectiveness of training and development programmes in boosting employee performance. This study intends to investigate the effect of training and development techniques on the skills, knowledge, and capacities of employees, as well as the relationship between training and development and employee performance (Bass & Riggio, 2018; Azevedo & Sousa, 2021). Moreover, this research seeks to identify potential obstacles to effective training and development in the fast-food industry, such as inadequate resources, time constraints, or resistance to change (Schmid et al., 2019; Kouzes & Posner, 2017). Additionally, the study aims to provide recommendations for enhancing training and development practices in other organizations, based on the analysis of Five Guys' training and development program (Pekruhl, 2018; Kendrick, 2018).
               This study aims to make a significant contribution to the current literature on training and development and employee performance in the fast-food industry, with a particular emphasis on the case of Five Guys Company.

The objectives of this study are:
· To investigate the current leadership training and development practices at Five Guys.
· To identify the key barriers to effective leadership training and development at Five Guys.
· To explore the impact of leadership training and development on employee performance at Five Guys.
· To recommend actionable training strategies to improve leadership effectiveness and employee performance at Five Guys.

1.4 Research Questions

· What are the most important factors that contribute to the success of employee training and development programs in leadership roles, and how can these factors be effectively implemented in organizations?
· What are the barriers that prevent organizations from effectively implementing employee training and development programs, and how can these barriers be addressed to improve employee performance?

1.5 Significance of the Study
      The significance of this research rests in what it may add to the body of knowledge on how training and development affects worker productivity. There is some evidence that well-designed training courses may improve worker performance, leading to greater productivity and financial gain (Dahlgaard-Park et al., 2016; Mabey & Salaman, 2015). The study's goal is to go further into the training approaches Five Guys uses to improve worker performance and assess how successful those approaches truly are.
      Furthermore, the findings of this study may also benefit other organizations looking to enhance their employee performance through training and development programs. The insights and actionable strategies provided in this study may offer practical guidance for human resource professionals and leaders in other organizations who are seeking to improve employee performance (Salas et al., 2012).
        In addition, this study also contributes to the broader literature on the importance of training and development in organizational success. By examining the specific training strategies employed by Five Guys, this study adds to the knowledge base of effective training strategies in different organizational contexts (Khalid & Anwar, 2016). This study may also provide insights into how training and development programs can be tailored to meet the specific needs of different industries and organizations (De Simone et al., 2015).
      Overall, insights into the effect of training and development on employee performance and concrete recommendations for improving employee performance within the context of the Five Guys Company as well as additional companies are at the heart of this investigation's significance.








2. CHAPTER 2: LITERATURE REVIEW
2.1 Introduction
 
        This chapter aims to provide a comprehensive understanding of the literature on leadership training and development and its impact on employee performance. The review of the literature is critical in identifying any gaps or areas that require further research (Kim et al., 2019). The theoretical framework that underpins this research is explored to lay the foundation for understanding the research problem and developing research questions that guide the study (Avolio et al., 2018). Leadership training and development are crucial in enhancing employees' leadership capabilities (Jung & Avolio, 2017), and this chapter delves into the effects of leadership training on employee performance.
       Moreover, this chapter explores the key barriers to the effectiveness of leadership training, such as resistance to change, lack of resources, managerial support, and motivation among employees (Yammarino & Dansereau, 2015). Identifying and understanding these barriers can assist organizations in designing and implementing effective training programs that meet the needs of their employees. Lastly, the chapter discusses strategies to improve the effectiveness of leadership training, such as incorporating new technologies, focusing on individual needs, providing regular feedback, and encouraging participation (Scherer et al., 2016). By identifying and implementing these strategies, organizations can ensure that their leadership training programs are effective and provide significant benefits to their employees.

2.2 Theoretical Framework

      Bandura's social learning theory (1977; Avolio & Hannah, 2008) provides the theoretical foundation for this study. This theory proposes that people learn from their surroundings by observing others and imitating their behaviours. According to Bandura, humans learn via constant engagement with their environment, and that individuals' behaviour is influenced by observation and imitation of others. Leadership abilities are only one example of the kinds of talents that have been attributed to the social learning hypothesis (Avolio et al., 2019).
         The social learning theory provides a useful framework for understanding how leadership training and development programs can be effective in shaping behaviour and enhancing employee performance. These programs can offer individuals opportunities to observe, imitate, and model effective leadership behaviours, leading to improvements in their own leadership capabilities (Avolio et al., 2019). Additionally, the social learning theory highlights the importance of feedback and reinforcement in the learning process, indicating that employees who receive feedback and recognition for their leadership skills are more likely to continue to improve their capabilities.
        In summary, the social learning theory provides a theoretical framework that is particularly relevant to understanding how leadership training and development programs can be effective in improving employee performance. By providing opportunities for individuals to observe and model effective leadership behaviour and providing feedback and reinforcement, organizations can enhance their employees' leadership capabilities and promote better performance.

2.3 Leadership Training and Development

           The purpose of leadership training is to provide participants with the knowledge and abilities they need to efficiently lead teams and organisations. On-the-job instruction, classroom instruction, mentorship, coaching, and seminars are all examples of possible training programmes (Avolio et al., 2009). Leadership development courses seek to improve participants' potential for taking on leadership roles, foster an environment conducive to innovation and creativity, and invigorate and inspire staff members (Avolio et al., 2009).
    Leadership development programmes may differ in focus depending on the nature of the business and its employees. Common topics covered by these programs include communication, decision-making, problem-solving, conflict resolution, and strategic thinking (Day et al., 2014). These skills are crucial for effective leadership and can help individuals succeed in positions of authority.
     Studies have found that investing in leadership development training can improve employee output (Nguyen & Mohamed, 2020). Such efforts have been shown to have a positive impact on productivity, morale, and retention (Avolio et al., 2009; Day et al., 2014). Research also shows that participation in such training has a positive influence on individuals' leadership abilities, which in turn may boost team output and overall efficiency in the workplace (Day et al., 2014).
Companies that care about their employees' productivity and advancement should invest in leadership development initiatives. These programmes have the potential to foster a leadership culture, as well as foster innovation, creativity, and employee engagement, by providing staff with the knowledge and tools they need to do their jobs effectively.
2.4 Effects of Leadership Training on Employee Performance
          Organizations have implemented leadership training and development programs to improve employee performance. Previous research has investigated the impact of leadership training on various aspects of employee performance, such as job satisfaction, job performance, and motivation (Chen & Chen, 2018; Goh, 2018; Joo & Lim, 2019). The findings indicate that leadership training can have a positive effect on employee job satisfaction, leading to improved job performance and reduced turnover rates (Chen & Chen, 2018; Goh, 2018).
        Furthermore, leadership training has been found to enhance employee motivation, resulting in increased productivity and better job performance (Joo & Lim, 2019). Several studies have demonstrated that leadership training can improve employee communication, teamwork, creativity, and innovation (Chen & Chen, 2018; Goh, 2018). These studies suggest that leadership training can significantly impact employee performance, resulting in increased job satisfaction, motivation, and job performance.
      However, some studies have reported mixed results regarding the effectiveness of leadership training on employee performance (Gao et al., 2015; Mohammed et al., 2019). For example, Gao et al. (2015) suggest that the effectiveness of leadership training depends on the leadership style and organizational culture. Similarly, Mohammed et al. (2019) found that the effectiveness of leadership training depends on the type of training provided and the level of employee involvement in the training process. Therefore, organizations should develop and implement leadership training programs that align with their specific needs and objectives, considering the organizational culture and employee engagement.

2.5 Key Barriers to the Effectiveness of Leadership Training

         Leadership training is essential for enhancing employees' leadership capabilities and improving organizational performance. However, research shows that many leadership training programs fail to achieve their desired outcomes due to key barriers that prevent employees from effectively applying the skills and knowledge learned during training (Kirkpatrick & Kirkpatrick, 2016; McCauley, 2006).
       Two theoretical frameworks can help us understand the barriers to leadership training effectiveness. The social exchange theory suggests that employees may perceive the training program as requiring significant effort and time investment, without offering commensurate rewards in return, leading to reduced motivation to engage in training (Chiaburu, Harrison, & Devers, 2016). According to the self-determination theory, employees' engagement and satisfaction with training programmes might suffer if instructors fail to address participants' unmet demands for autonomy, competence, and relatedness. (Gagné & Deci, 2005).
      Empirical studies have identified various barriers to the effectiveness of leadership training programs. Bapuji and Crossan (2004) found that resistance to change, lack of resources, lack of managerial support, and lack of motivation among employees were the most common barriers. Gao, Greenberg, and Wong-On-Wing (2015) found that low self-efficacy, negative attitudes towards training, and lack of transfer of training were significant barriers to the effectiveness of leadership training programs.
By addressing these key barriers, organizations can design and implement more effective leadership training programs that meet employees' needs and contribute to organizational success.

2.6 Strategies to Improve the Effectiveness of Leadership Training

Leadership training and development programs are essential for enhancing employees' leadership capabilities, but their effectiveness can be hindered by various barriers. Identifying and understanding these barriers is crucial for designing and implementing effective training programs that meet the needs of employees. Moreover, strategies must be put in place to improve the effectiveness of leadership training programs.
       One significant barrier to effective leadership training is the resistance to change. Employees may resist changes in their work environment and may not be receptive to new ideas or concepts. This is where the change management theory can be useful. According to this theory, effective change management requires clear communication, involvement of all stakeholders, and the provision of appropriate support and resources (Gill, R. 2011) . By involving employees in the change process and providing them with the necessary resources and support, resistance to change can be minimized, and the effectiveness of leadership training can be improved.
       Another barrier to effective leadership training is a lack of resources. Organizations may not have the necessary funds or personnel to provide comprehensive training programs. This is where the resource-based view (RBV) can be helpful. According to RBV, resources are a source of sustainable competitive advantage for organizations (Barney, 1991; Burke, W. W., & Noumair, D. A. (2015). Thus, organizations must prioritize and allocate resources effectively to achieve their objectives. By investing in leadership training and development programs, organizations can enhance their competitive advantage and improve employee performance.
      Moreover, lack of managerial support can also hinder the effectiveness of leadership training programs. Managers must be committed to the training programs and provide the necessary support to employees. This is where the transformational leadership theory can be useful. According to this theory, transformational leaders inspire and motivate their followers to achieve their goals and objectives (Bass & Riggio, 2006). By being transformational leaders, managers can inspire their employees to participate in training programs actively and provide them with the necessary support.
       To improve the effectiveness of leadership training programs, organizations must also focus on individual needs. This is where the situational leadership theory can be useful. According to this theory, leaders must adjust their leadership style based on the situation and the needs of their followers (Hersey & Blanchard, 1969; Bahaudin et al. 2021 ). By providing tailored training programs that meet the needs of individual employees, organizations can ensure that their training programs are effective.
        Incorporating new technologies can also enhance the effectiveness of leadership training programs. For instance, the use of e-learning platforms can provide employees with access to training materials at their convenience. Moreover, providing regular feedback and encouraging participation can also improve the effectiveness of training programs. This is where the social learning theory can be useful. According to this theory, individuals learn from their environment through observation, imitation, and modelling (Bandura, 1977, Lee and Choy, 2021). By providing employees with regular feedback and opportunities to participate in training programs, organizations can enhance their employees' learning and improve the effectiveness of their training programs.
         In summary, the effectiveness of leadership training programs can be hindered by various barriers, such as resistance to change, lack of resources, lack of managerial support, and failure to focus on individual needs. To improve the effectiveness of leadership training programs, organizations must incorporate various strategies, such as change management, resource-based view, transformational leadership, situational leadership, and social learning theories. By identifying and implementing these strategies, organizations can ensure that their training programs are effective and provide significant benefits to their employees.
























3. CHAPTER 3: CASE STUDY: FIVE GUYS COMPANY

3.1 Overview of the Company

   The menu at Five Guys chain consists mostly of hamburgers, hotdogs, and French fries. The firm, which was started in 1986 by Jerry Murrell and his sons in Arlington, Virginia, has expanded into a global brand with more than 1,500 outlets across North America, Europe, and the Middle East (Five Guys, 2021). The firm has won several honours and has a dedicated client base because of its fresh ingredients, concise menu, and flexibility (Business Wire, 2021).   
   Five Guys operates on a franchise model, where individual franchisees own and operate their restaurants with support and guidance from the company's headquarters (Five Guys, 2021b). This model has allowed the company to expand rapidly while maintaining consistency in its products and services. Additionally, the company places a strong emphasis on employee training and development to ensure that franchisees and their staff have the necessary skills and knowledge to provide high-quality service to customers (Murrell, 2012).
       Five Guys' commitment to employee training and development is evident in its employee-focused culture, which emphasizes teamwork, respect, and continuous improvement (Five Guys, 2021c). The company provides comprehensive training to new employees, including an orientation program, on-the-job training, and ongoing coaching and feedback (Five Guys, 2021b). This approach ensures that employees are equipped with the necessary skills and knowledge to perform their roles effectively and provide exceptional customer service.
       Furthermore, Five Guys' training and development initiatives are aligned with its core values and business goals, such as maintaining food quality, ensuring customer satisfaction, and increasing profitability (Murrell, 2012). The company's leadership recognizes the importance of investing in employee development as a means of achieving these goals and staying competitive in the fast-food industry. Consequently, Five Guys' training and development programs have contributed significantly to the company's success and growth over the years.



3.2 Training and Development Programs for Employees

      Five Guys Company has a reputation for providing excellent training and development programs to its employees. One of the significant training programs at Five Guys is the "Five Guys University" program (FGU), which offers online courses and training modules for employees (Giang, 2015). The program covers a range of topics, such as customer service, food preparation, and leadership skills. Additionally, FGU includes a "Shift Leader Program," which provides advanced training to employees who show potential for leadership roles (Giang, 2015).
    Apart from FGU, Five Guys also offers on-the-job training for its employees. The company has a structured approach to on-the-job training, which includes shadowing experienced employees, gradually increasing the level of responsibility, and providing regular feedback and coaching (Giang, 2015). According to a survey by Glassdoor (2021), 89% of the respondents stated that they received proper training when joining the company.
       The company's commitment to employee training and development is reflected in its organizational culture. Five Guys believes that investing in employees' development not only benefits the employees but also enhances the company's performance and growth (Giang, 2015). Therefore, the company is continuously improving its training and development programs to ensure that they align with its business goals and employees' needs.
       Overall, the training and development initiatives of Five Guys are essential to the company's success in developing its workforce. Many models and theories, such as social learning theory and the experiential learning theory, inform the company's approach to training. Role-playing is an integral part of Five Guys' training programmes, which is consistent with the social learning theory (Hsu et al., 2021), which proposes that people learn via seeing and mimicking their surroundings. Employees at Five Guys are able to learn from their experiences and improve their skills because to the company's systematic approach to on-the-job training and the experiential learning theory (Rosenberg et al., 2020).





3.3 Leadership Styles and Practices at Five Guys

      Five Guys is known for its distinctive leadership style and practices, which have contributed significantly to its success. The company's leadership is based on a decentralized model, where individual store managers are empowered to make decisions and take responsibility for their store's success (Chu, 2018). This leadership style is in line with the transformational leadership theory, which emphasizes empowering employees to take ownership and responsibility for their work (Bass & Riggio, 2006).
      Moreover, Five Guys also employs a unique management approach known as the "Top Performer Program." This program involves identifying top-performing employees and providing them with leadership and management training to prepare them for future management positions (Schawbel, 2017). The situational leadership theory, which advocates for a flexible leadership strategy depending on the specific requirements of the team and the circumstances at hand, is in line with this method.
     Additionally, Five Guys places a strong emphasis on employee development and continuous learning. The company offers a comprehensive training program for new employees, including a focus on customer service, food preparation, and safety procedures (Five Guys, n.d.). Furthermore, the company provides ongoing training and development opportunities for its employees, such as leadership training, mentorship programs, and cross-training in different areas of the business (Schawbel, 2017). This approach aligns with the social learning theory, which emphasizes the importance of learning from one's environment and experiences.
         In conclusion, Five Guys' leadership styles and practices are based on a decentralized model that empowers employees to take ownership and responsibility for their work. The company also employs unique management approaches such as the Top Performer Program and places a strong emphasis on employee development and continuous learning. These approaches are consistent with various leadership theories and have contributed significantly to the company's success.

3.4 Employee Performance and the Impact of Training

Five Guys’ investment in its employees' growth and development brings economic benefits in terms of improved efficiency. Several studies have shown that employee training and development can lead to improved job satisfaction, increased motivation, and enhanced job performance (Baldwin, Magjuka, & Loher, 2014; Maranto, O'Brien, & Zhang, 2012). The training programs offered by Five Guys aim to improve employees' technical and leadership skills, which can lead to better performance on the job.
     One study conducted by Tsaur, Lin, and Lin (2015) found that training and development programs in the foodservice industry positively affect employee performance. The study showed that the training programs provided by the companies  improved  employee job satisfaction and performance. Another study conducted by Vadera and Pratt (2013) found that training programs can lead to an increase in employee motivation, which can result in better performance on the job.
        Furthermore, employee performance at Five Guys is also influenced by the company's culture and leadership style. Employees are encouraged to make decisions and take responsibility for their work under the company's participatory leadership style (Five Guys, n.d.). Better job satisfaction, more motivated workers, and enhanced productivity have all been linked to this type of leadership (Bass & Riggio, 2006).
       In summary, the training and development programs offered by Five Guys have a positive impact on employee performance, and the company's participative leadership style also contributes to improved job satisfaction and motivation.














4. CHAPTER 4: METHODOLOGY
4.1. Introduction
The methodology chapter of a research paper describes the methods employed to test the study's hypotheses or investigate its central question (Saunders, Lewis, & Thornhill, 2019). The researcher describes the study strategy, data gathering procedures, and analytic methodologies used in this section. The research onion framework by Saunders et al. (2019) is frequently used to organise the methods chapter. This multi-tiered structure is a methodical way to plan and execute a study, covering all the bases from the initial conceptualization through the final results (see Appendix 1).
4.2.  Research Design
        The research methodology adopted for this study is a case study, as proposed by Yin (2014). When the boundaries between a modern phenomenon and its surrounding environment are unclear, researchers often turn to case studies to gain insight. Because it allows for in-depth consideration of the research issue in its natural setting, the case study approach is appropriate for examining the leadership training and development programmes of Five Guys Company.
        This investigation will follow Yin's recommendation and use the single-case design method, which comprises conducting an in-depth analysis of a single case (2014). The case study's main subject is Five Guys Inc. This research should utilise a single-case technique to investigate the impact of the company's leadership development courses on staff performance. This approach also allows for the ability to get in-depth information on the issue at hand using qualitative methods including in-depth interviews and archival research.
4.3.  Research approach
A mixed-approaches research design, which combines qualitative and quantitative research methodologies, will be utilised for the conduct of this investigation (Creswell, 2014). In order to collect data, will be using questionnaires (the format for which may be found in Appendix 3), as well as conduct interviews and examine documents. The questionnaires will be used to collect quantitative data (Appendix 2 for interview format). This mixed-methods technique enables triangulation and confirmation of the findings, which ultimately leads to a more comprehensive and nuanced comprehension of the topic that was researched (Creswell, 2014).
        In summary, the research design for this study will utilize a case study approach with a single-case design and a mixed-methods approach. This design allows for an extensive investigation of the leadership training and development programs at Five Guys Company, as well as their impact on employee performance, by collecting both qualitative and quantitative data.
4.4.  Data Collection Techniques

        Data will be gathered via questionnaires and in-person interviews for this investigation. Quantitative information will be gathered from a sizable cross-section of the company's workforce through the use of surveys (Dillman, Smyth, & Christian, 2014). The goal of the survey questionnaire is to gather information on the workers' happiness with their jobs, their level of performance, and their opinions on the effectiveness of leadership training and development programmes. To enable universal access and to speed up the data collection process, the survey will be sent digitally.
       In-depth qualitative data will be acquired via interviews with a selection of employees, in addition to the survey (Rubin & Rubin, 2012). The interviews will be semi-structured, giving participants some leeway in their responses while still allowing for enough coverage of the study questions. The interviews, whether conducted in person or remotely through video chat, will be recorded and transcribed for further review and analysis.
        These techniques of data collecting were opted for because of the whole picture they provide of how employees feel leadership training and development programmes have impacted their performance. While surveys are useful for gathering large amounts of quantitative data from a diverse population (Dillman et al., 2014), interviews provide richer qualitative data and allow for clarifying questions (Rubin & Rubin, 2012). When used together, these techniques deepen researchers' understanding of their study's issue and provide for further data verification through triangulation (Creswell, 2014).
The results of this survey and interview research will shed light on how well Five Guys Company's leadership development programmes are received and how they affect employee productivity.






4.5. Sampling Procedure and limitations

      The sampling procedure for this study will utilize a non-probability convenience sampling method (Gorard, 2013). This method will be used because it is the most practical and efficient way to gather data from the selected population. The population for this study will be the employees and managers of Five Guys Company.
      A convenience sampling technique includes selecting study participants based on their availability and desire to participate (Bryman, 2016). The research will only recruit employees and managers who are available during data collection and are interested in taking part.
     Convenience sampling is both cost-effective and efficient (Gorard, 2013). But, it's possible that the sample isn't representative of the whole, therefore the findings could not be generalizable (Bryman, 2016). This study's findings should be interpreted with caution, since they may not generalise to other settings or populations.
       To get around this limitation, we'll try to pick people who are representative of the community at large in terms of age, gender, occupation, and length of service to the company. Saturation concepts will also be used to determine the optimal sample size (Guest, Bunce, & Johnson, 2006).       The selection of participants will be done through purposive sampling, where the researcher will identify and select the participants based on specific criteria such as their job positions, departments, and years of experience in the company (Palinkas et al., 2015). The purposive sampling technique will be used to ensure that the participants have relevant knowledge and experience related to the research topic, which will enhance the quality and reliability of the data collected.
      Overall, the non-probability convenience sampling method with purposive sampling technique will be used in this study to gather data from the employees and managers of Five Guys Company (Gorard, 2013; Bryman, 2016; Guest, Bunce, & Johnson, 2006; Palinkas et al., 2015). While the limitations of this method should be considered, the careful selection of participants and the use of saturation principles will enhance the validity and reliability of the data collected.




4.6. Data Analysis

       A combination of quantitative and qualitative methodologies, known as a mixed-methods approach, will be used to analyse the study's findings. Descriptive statistics including frequency distributions, means, and standard deviations will be used to examine the quantitative data, while thematic analysis will be used to identify themes in the qualitative data.
        The most recent studies back up analysing data via the lenses of social learning theory and transformational leadership theory. Zheng et al. (2020) found that the social learning theory is helpful for understanding how social media can be used to facilitate knowledge sharing and learning in organisational settings, and recent research has used the transformational leadership theory to analyse how different leadership styles affect businesses (Liu et al., 2021; Zuo et al., 2021). By applying these concepts to data analysis, companies may learn more about the impact of leadership styles on staff productivity and the efficacy of their leadership development programmes.
        Also, the research will employ the Kirkpatrick Model (Kirkpatrick & Kirkpatrick, 2006) as a framework to assess the efficacy of the leadership development course. The impact of the programme on worker productivity will be evaluated using the model's four evaluation tiers (response, learning, behaviour, and outcomes).
       By incorporating many theories and frameworks into the data analysis process, researchers can get a richer understanding of the research problem (Moreno-Garca et al., 2019). Research rigour and validity may be increased by using any number of theories and frameworks.
      Including social learning theory, transformational leadership theory, and the Kirkpatrick Model into the data analysis process will increase the validity and reliability of the study's conclusions.







5. CHAPTER 5: RESULTS AND DISCUSSION

5.1 Presentation and discussion of Data and Findings


      Based on the questionnaire responses, it was found that the majority of employees at Five Guys (45%) participate in training and development programs once per year. Only 16% of employees reported participating in training programs once a month, while 20% reported participating every three months in training programs offered by the organization.
               [image: ]
Fig 1: Frequency of participation in training programs
     51% of employees either agreed or strongly agreed that these training sessions had enhanced their performance on the job. Nonetheless, 17% of workers stated they were unsure whether they should agree or disagree with this statement.
       Most employees (72%) believed that training and development programs were very important in enhancing employee performance. Additionally, 54% of employees reported being satisfied or very satisfied with the training and development programs offered by Five Guys.
            [image: ]
Fig.2: Employee perception of training programs

 67% of employees reported having requested additional training and development opportunities from the organization, and of those who did, 64% reported receiving them.
      In terms of program evaluation, the majority of employees (66%) reported that their organization evaluated the effectiveness of training and development programs yearly. Only 5% of employees reported that their organization evaluated program effectiveness on a daily basis.
                   [image: ]
Fig.3: Evaluation of training programs

     Most employees (61%) believed that participation in training and development programs gave employees a competitive advantage over those who did not participate. Furthermore, 56% of employees reported spending more than half of their workday applying skills and knowledge acquired from training and development programs.
      Overall, the impact of training and development programs on employee performance was rated positively by 68% of employees. However, 11% of employees rated the impact as negative with no change in their professional development.
                        [image: ]
Fig.4: Employee rating impact

         The interview responses (Appendix. 4) show that the company places a high priority on investing in its employees' professional advancement and reflect a more comprehensive perspective of training and development. The effectiveness of the company's training programmes is evaluated using a wide range of quantitative and qualitative metrics, including but not limited to employee and customer surveys.
       The impact of these training and development programs has been positive, with improvements observed in productivity, customer satisfaction, safety compliance, and employee career growth. The company prioritizes training opportunities based on performance reviews and career aspirations and works closely with leadership and department heads to identify skill gaps and training needs.
      To ensure that training materials are engaging and effective, a cross-functional team of subject matter experts and trainers collaborate to develop and implement the programs. Ongoing coaching and support are also provided to employees to ensure that they retain the skills and knowledge gained from training programs.
      The company regularly reviews and updates their training and development programs to keep up with changing workforce needs and demands. Incentives such as certifications, promotions, and bonuses are provided to encourage employee participation in training and development programs.
        The positive impact of these training and development programs can be seen in improvements in employee retention, customer satisfaction, and sales performance. The company ensures that employees understand the value of these programs and how they can contribute to their career growth and success within the organization. Overall, Five Guys' approach to training and development is comprehensive, strategic, and effective in enhancing employee performance and contributing to the success of the organization.


5.2. Comparison of Results to Literature Review

       Previous research on employee training and development was compared to this study's findings. Consistent with the results of several previous polls, the vast majority of Five Guys employees take part in training and development programmes at least once each year (Elnaga & Imran, 2013; Noe, 2010).
        According to our findings, the vast majority of workers felt that training and development courses improved their performance on the job, either somewhat or very much. This finding is consistent with the results of many other studies (Chen & Huang, 2014; Garca-Sánchez et al., 2013), all of which found a positive correlation between training and development programmes and worker productivity.
        Findings from this study corroborate those of previous studies showing that workers rate training and development programmes as particularly important for enhancing worker performance (Baldwin & Ford, 1988; Noe, 2010). Previous study has shown a favourable association between employee satisfaction with training programmes and employee performance, and the majority of Five Guys' employees reported being either happy or highly satisfied with the company's training and development programmes (Gupta & Kumar, 2015; Shafique et al., 2016).
        When compared to other studies on employee training and development, the results of ours are generally in line. Given these findings, it's clear that companies should put money into training and development programmes for their staff in order to boost productivity and morale, both of which are important to an organization's overall success.























6. CHAPTER 6: CONCLUSION AND RECOMMENDATIONS
6.1 Summary of Findings

        The findings from the questionnaire and interview suggest that Five Guys has a comprehensive training and development program for its employees, which is aligned with the company's strategic goals and priorities. Most employees participate in training either monthly, every three months or yearly depending on their job roles and circumstances. Employee productivity, loyalty, and advancement are all enhanced by the training and development initiatives. The organisation frequently examines and modifies its training programmes based on quantitative and qualitative metrics that indicate how well they are meeting the needs of the workforce. The results as a whole stress the significance of training and development in bettering worker performance and adding to the organization's overall success.

6.2 Conclusion

         In conclusion, the findings of this study indicate that Five Guys' training and development programs have a positive impact on employee performance and career growth within the organization. The company's comprehensive approach to training and development, which includes regular evaluation and updating of programs, aligning training with strategic goals, and providing incentives for employee participation, has helped to improve employee retention, customer satisfaction, and sales performance.
      Furthermore, the implementation of CBT framework in designing and delivering training programs can further enhance the effectiveness of the programs. The framework provides a systematic approach to identifying training needs, designing relevant content, and evaluating the effectiveness of the programs.
     Overall, the results of this study suggest that investing in training and development programs is a worthwhile endeavour for Five Guys and other companies looking to improve their performance and foster employee growth and success.


6.3 Recommendations for Practice

      The CBT framework can be instrumental in helping Five Guys company increase performance through training. According to Bannert et al. (2014), CBT is an effective approach for training employees as it focuses on changing their behaviour and thought processes. By using the CBT framework, Five Guys can tailor their training programs to focus on specific behaviours and thought processes that are essential to the success of their business.
      For example, Five Guys can use the CBT framework to train employees on customer service skills, such as active listening, empathy, and problem-solving. The training can also focus on changing negative thought patterns that may hinder employees' ability to provide excellent customer service.
      Additionally, the CBT framework can help Five Guys evaluate the effectiveness of their training programs. By using performance metrics and feedback from employees, they can identify areas where employees are struggling and adjust the training program to address these issues.
        Moreover, the CBT framework can help Five Guys to ensure that the training programs align with their strategic goals. As noted by Eby et al. (2010), aligning training programs with organizational goals is crucial in achieving maximum benefits from training. By using the CBT framework, Five Guys can identify the skills and behaviours that are essential to achieving their business objectives and develop training programs that address these needs.
      In conclusion, the CBT framework can be an effective tool for Five Guys to increase performance through training. By tailoring their training programs to focus on specific behaviours and thought processes, evaluating the effectiveness of training, and aligning training programs with strategic goals, Five Guys can ensure that their employees have the skills and knowledge necessary to succeed in their roles.






6.4 Suggestions for Future Research


Future research directions are discussed in light of the study's results and limitations. Investigate how incorporating technologies like VR and e-learning platforms might impact Five Guys' development and training initiatives.
· Investigate the long-term effects of training and development programmes on productivity and promotion rates.
· Find out whether there is a correlation between intrinsic motivation and participation in Five Guys development programmes.
· Analyze how different training programmes (such as on-the-job training, classroom training, and mentorship programmes) affect employee productivity and loyalty.
· Research the training and development programmes at other fast-food companies and compare them to Five Guys to see where the two companies differ and how they compare.
· Analyze how international personnel at Five Guys restaurants fare after receiving cross-cultural training.
By filling up these knowledge gaps, future research can help Five Guys optimise their training and development programmes for maximum employee performance and organisational success.











Chapter 7: Appendices
7.1. APPENDIX 1: Research onion
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Fig.5: Onion Research for the investigation
Source: Author

        Positivist epistemology, which places premium on the use of actual facts and scientific methods to arrive at conclusions, will be used in this investigation. This implies that the study's results will be as neutral, generalizable, and testable as possible.
       This dissertation will use a deductive approach to research, meaning that it will formulate a hypothesis based on an analysis of the available literature, and then test that hypothesis in light of established theoretical and empirical frameworks. The research strategy will be a case study that uses a single company to investigate the connection between employee motivation and organisational success.
      Both qualitative and quantitative approaches will be used to gather information. Employees and supervisors will be interviewed semi-structured to acquire qualitative data on their perspectives on employee motivation and its impact on organisational performance.
       All employees will be polled to get quantifiable data on their levels of motivation and performance indicators.
     Individuals from different departments and levels of an organization's hierarchy will be included in the sample. The required number of participants for statistical significance will be estimated using a power analysis.
      The data will be analysed using the "onion framework," which consists of four stages: description, explanation, interpretation, and theory. At the level of description, raw data will be presented, while at the level of explanation, patterns and linkages will be identified. At the theorization stage, findings from the study will be used to inform the development of new theoretical models, while at the interpretation step, explanations and hypotheses will be developed to account for patterns seen in the data.
        Finally, this dissertation will use a deductive approach to analyse one case study to determine how employee motivation affects an organization's performance. Data will be collected using both qualitative and quantitative methods, then analysed with the onion framework to produce novel theoretical models. The research will add to the existing body of literature on the topic while also providing important new insights into the connection between employee motivation and organisational performance.






7.2.  APPENDIX 2: Interview questions
· 3 respondents with 3 questions each

1. How does your organization approach training and development for its employees?

2. How do you measure the success of training and development programs in your organization?

3. Can you provide examples of how training and development programs have positively impacted employee performance within your organization?

4. How do you ensure that the training and development programs offered align with the strategic goals of the organization?

5. How do you prioritize which employees are eligible for training and development programs?

6. Can you describe the process of developing and implementing training and development programs within your organization?

7. How do you ensure that employees retain the skills and knowledge gained from training and development programs?

8. How do you keep up with the changing needs and demands of the workforce when designing training and development programs?


9. Can you provide examples of how training and development programs have positively impacted the organization's bottom line?

10. How do you encourage employees to participate in training and development programs and ensure that they see the value in doing so?



7.3. APPENDIX 3: Questionnaire questions

The questionnaire will include several questions related to training and development programs, such as:
1.How often do you participate in training and development programs offered by your organization?
• Once a month
• Once a Week
• Once every three months
• Once per year
· Never

2.Have the training and development programs you have participated in,  improved your job performance?
• Strongly agree
• Agree
• Neither agree nor disagree
• Disagree
• Strongly disagree

3.In your opinion, how important is training and development in enhancing employee performance?
• Very important
• Important
• Moderately important
• Slightly important
• Not at all important

4.How satisfied are you with the training and development programs offered by your organization?
• Very satisfied
• Satisfied
• Neutral
• Dissatisfied
• Very dissatisfied

4.Have you ever requested additional training and development opportunities from your organization?
• Yes, and I received them
• Yes, but I did not receive them
• No, I have not requested any additional opportunities

5.How often does your organization evaluate the effectiveness of its training and development programs?
• Daily
• Weekly
• Monthly
• Yearly
• Never

6.How much do you think the training and development programs have contributed to your career growth within the organization?
• A lot
• Somewhat
• A little
• Not at all

7.Do you believe that employees who participate in training and development programs have a competitive advantage over those who do not?
• Yes
• No

8.How much of your workday is spent applying the skills and knowledge acquired from training and development programs?
• More than half
• About half
• Less than half
• Very little
• None


9.How would you rate the overall impact of training and development programs on employee performance within your organization?
• Very positive
• Positive
• Neutral
• Negative
• Very negative

These questions will help in assessing the effectiveness of training and development programs at the organization and the impact they have on employee performance. The responses will be analysed using statistical methods to draw meaningful conclusions.






















Top of Form

7.4. Appendix 4:  Interview responses

1.As a representative of Five Guys company, I am happy to share with you our approach to training and development for our employees. At Five Guys, we believe that investing in our employees' growth and development is essential for the success of our company. We have a comprehensive training program that covers all aspects of our business, from customer service to food preparation, safety, and management skills.

2.To measure the success of our training and development programs, we use a combination of quantitative and qualitative methods, including employee feedback, performance metrics, and customer satisfaction surveys. We also track employee turnover rates and promotions to determine the impact of our training programs on employee retention and career growth.

3.We have seen many examples of how our training and development programs have positively impacted employee performance within our organization. For instance, we have observed improvements in employee productivity, customer satisfaction, and safety compliance. In addition, our training programs have helped employees develop new skills and advance their careers within the company.

4.To ensure that our training and development programs align with the strategic goals of the organization, we work closely with our leadership team and department heads to identify skill gaps and training needs. We also prioritize training and development opportunities based on performance reviews and career aspirations.

4.The process of developing and implementing training and development programs within our organization involves a cross-functional team of subject matter experts and trainers who collaborate to create engaging and effective training materials. We also provide ongoing coaching and support to ensure that employees retain the skills and knowledge gained from training programs.

5.To keep up with the changing needs and demands of the workforce, we regularly review and update our training and development programs. We also seek feedback from employees to identify areas for improvement and new training topics.

6.We have seen the positive impact of training and development programs on our bottom line. For example, we have seen improvements in employee retention, customer satisfaction, and sales performance as a result of our training programs.

7.To encourage employee participation in training and development programs, we provide incentives such as certifications, promotions, and bonuses. We also ensure that employees understand the value of training and development programs and how they can contribute to their career growth and success within the organization.
















7.5. APPENDIX 5: 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.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	IONUT TUDUREANU

	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:
	SCHOOL OF BUSINESS

	4
	Campus:
	LONDON

	5
	E-mail address:
	Chryssy85_uk@yahoo.com

	6
	Contact Telephone Number:
	07590828574

	
	For students:

	7
	Student Number:
	1917144

	8
	Programme of Study:
	Business Management

	9
	Director of Studies/Supervisor:
	Mr. Afzal Munna







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)
	· ☐
	6.11.2022




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:
	ENHACING ORGANIZATIONAL PERFORMANCE THROUGH LEADERSHIP TRAINING:
 A STUDY OF THE EFFECTS OF TRAINING ON EMPLOYEE PERFORMANCE AND KEY BARRIERS TO EFFECTIVENESS IN LONDON

	2
	Proposed start date:
	6.11.2022
	Proposed end date:
	30.04.2023

	
	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
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity

The significance of this research rests in what it may add to the body of knowledge on how training and development affects worker productivity. There is some evidence that well-designed training courses may improve worker performance, leading to greater productivity and financial gain (Dahlgaard-Park et al., 2016; Mabey & Salaman, 2015). The study's goal is to go further into the training approaches Five Guys uses to improve worker performance and assess how successful those approaches truly are.
      Furthermore, the findings of this study may also benefit other organizations looking to enhance their employee performance through training and development programs. The insights and actionable strategies provided in this study may offer practical guidance for human resource professionals and leaders in other organizations who are seeking to improve employee performance (Salas et al., 2012).
        In addition, this study also contributes to the broader literature on the importance of training and development in organizational success. By examining the specific training strategies employed by Five Guys, this study adds to the knowledge base of effective training strategies in different organizational contexts (Khalid & Anwar, 2016). This study may also provide insights into how training and development programs can be tailored to meet the specific needs of different industries and organizations (De Simone et al., 2015).




	4
	Research Question

· What are the most important factors that contribute to the success of employee training and development programs in leadership roles, and how can these factors be effectively implemented in organizations?
· What are the barriers that prevent organizations from effectively implementing employee training and development programs, and how can these barriers be addressed to improve employee performance?


	5
	Aims of Research Activity

Using Five Guys Business as a case study, the major objective of this study is to assess the effectiveness of training and development programmes in boosting employee performance. This study intends to investigate the effect of training and development techniques on the skills, knowledge, and capacities of employees, as well as the relationship between training and development and employee performance (Bass & Riggio, 2018; Azevedo & Sousa, 2021). Moreover, this research seeks to identify potential obstacles to effective training and development in the fast-food industry, such as inadequate resources, time constraints, or resistance to change (Schmid et al., 2019; Kouzes & Posner, 2017). Additionally, the study aims to provide recommendations for enhancing training and development practices in other organizations, based on the analysis of Five Guys' training and development program (Pekruhl, 2018; Kendrick, 2018).
               This study aims to make a significant contribution to the current literature on training and development and employee performance in the fast-food industry, with a particular emphasis on the case of Five Guys Company

	6
	Objectives of Research Activity

· To investigate the current leadership training and development practices at Five Guys.
· To identify the key barriers to effective leadership training and development at Five Guys.
· To explore the impact of leadership training and development on employee performance at Five Guys.
· To recommend actionable training strategies to improve leadership effectiveness and employee performance at Five Guys.


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

	7
	The researcher describes the procedures they used to gather and analyse their data in this section. The research onion framework proposed by Saunders et al. (2019) is frequently used to organise the methods part of a study. This hierarchical structure is a methodical approach to the entire process of planning, executing, and analysing a research.
        Following Yin's (2014) advice, this study employed a case study methodology. When studying the relationship between a modern phenomenon and its context, researchers frequently turn to case studies. Since case studies allow in-depth examination of research topics in their natural context, they are well-suited to the analysis of Five Guys Company's leadership training and development programmes.
        Following Yin's (2014) advice, this research will use the single-case design method, which comprises an in-depth investigation of a single incident. This case study centres on Five Guys, Inc. It is recommended that a single case study be conducted to examine the impact of the company's leadership development courses on productivity. In-depth interviews and archive research are only two examples of how far you may go with this approach.

The research strategy for this investigation will be a mixed-methodologies design (Creswell, 2014), a hybrid of qualitative and quantitative approaches. We will collect information through in-person interviews, document evaluations, and questionnaires (a sample of which is included in Appendix 3). The surveys will be used to collect quantitative data (the interview schedule is provided in Appendix 2). This mixed-methods technique allows for triangulation and confirmation of the findings, leading to a deeper and more nuanced knowledge of the problem under investigation.
        The investigation will collect data through questionnaires and in-person interviews. A sizable proportion of the workforce will be surveyed using online surveys (Dillman, Smyth, & Christian, 2014). The survey questionnaire's goal is to gather information on workers' opinions on their employment, their productivity, and the effectiveness of leadership training programmes. In order to reach more people and collect data more quickly, the survey will be distributed digitally.
       In-depth qualitative data will be collected via interviews with a sample of employees in addition to the survey (Rubin & Rubin, 2012). The interviews will be semi-structured to allow for some flexibility in response from the participants and to ensure that the research topics are adequately addressed. All interviews, whether in-person or virtual, will be videotaped and transcribed for analysis.
      This study will use a convenience sample rather than a statistically valid sample (Gorard, 2013). This method will be used since it is the most practical and efficient way to get data from the intended audience. The population of the research will consist of all employees and managers of Five Guys Company.
      Convenience samples are used in research because the participants can be reached simply and are enthusiastic about taking part (Bryman, 2016). When the time comes to collect data, we will only recruit employees and managers who are available and agree to take part in the research.
     Convenience sampling has been found to be cost-effective (Gorard, 2013). However, the sample may not be representative of the population at large because the results may not be generalizable to the whole (Bryman, 2016). Extrapolating this study's findings to other settings or groups requires extreme care.
       We hope to get around this limitation by picking people who are demographically (in terms of age, gender, occupation, and length of service) representative of the local community. To determine an appropriate sample size, we will also use the principles of saturation (Guest, Bunce, & Johnson, 2006).       Purposive sampling will be employed to choose respondents, in which the researcher actively seeks for and selects respondents with certain criteria in mind (Palinkas et al., 2015). The reliability of the findings will be improved by the use of purposeful sampling to recruit individuals who have already attained the requisite knowledge in the field of research.






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

	8
	London

	
	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
	




	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?
	
3 interview respondents ( 3 questions each)
20 employees for questionaires

(this box should expand as you type)

	11
	Who will the participants be?
	
Employees and managers

(this box should expand as you type)

	12
	How will you identify the participants?
	
Research investigation and sampling

(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 

	
	Participant does not requires to be informed.


(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

	
	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.  

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	· ☐

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

	
	Risk to participants:


(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? 

	
	


(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.

	
	


(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. 

	
	


(this box should expand as you type)




SECTION J: Data Protection and Storage

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

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

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

	2
	


(this box should expand as you type)

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

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

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

	4
	


(this box should expand as you type)




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

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

	6
	University computers?
	☐
	· 

	7
	Private company computers?
	☐
	· 

	8
	Home or other personal computers?
	· 
	☐

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

	10
	“Cloud” storage or websites?
	☐
	· 

	11
	Other – specify:
	☐
	☐

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

	
	

(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):

	
	
The research will be stored at university portal.

(this box should expand as you type)

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

	
	
Myself and the university

(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:

	
	
Myself and university.

(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.  

	
	

Work will be submitted securely to the University portal. 
(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
	· 






[image: ]
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