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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.  

Delete the Guidance Notes at the end of the form BEFORE submitting your application


SECTION A: About You (Principal Researcher)
	Full Name:
	Bronwen Phillips

	Tick all boxes which apply:

	Member of staff:
	☐
	Honorary research fellow:
	☐

	Undergraduate Student
	☒	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☐


	Faculty/School/Centre:
	School of Psychology


	Campus:
	SA1 Campus: Swansea


	E-mail address:
	1351715@student.uwtsd.ac.uk


	Contact Telephone Number:
	07411064598

	For students:

	Student Number:
	1351715

	Programme of Study:
	BSc Psychology 

	Director of Studies/Supervisor:
	Stacey Coleman






SECTION B: Approval for Research Activity
	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

	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
	☐	

	
	Faculty Research Committee
	☐	

	
	Other (write in)
Approval from Supervisor (Stacey Coleman)

	☒	November 2019



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, 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.

	UWTSD Research Ethics & Integrity Code of Practice

	☒
	
UWTSD Research Data Management Policy
	☒

	
British Psychology Society Code of Human Research Ethics
	☒

	British Psychology Society Code of Conduct
	☒
	UWTSD Student Code of Conduct
	☒


SECTION D: External Collaborative Research Activity
	Does the research activity involve collaborators outside of the University?
	YES
	☐
	NO
	☒

	
If Yes, please provide the name of the external organisation and name and contact details for the main contact person and confirmation this person has consented to their personal data being shared.as part of this collaboration.

	Institution
	


	Contact person name
	


	Contact person e-mail address

	

	Has this individual consented to sharing their details on this form?
	YES
	☐
	NO
	☐

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

	Is your research externally funded
	YES
	☐
	NO
	☐

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

	
	Employed
	YES
	☐
	NO
	☐

	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
	☐

	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
	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




SECTION E: Details of Research Activity
	Indicative title:
	Exploring the relationship between physical attractiveness and extroversion on hiring choices 

	Proposed start date:
	November 2019
	Proposed end date:
	April 2020

	Introduction to the Research (maximum 300 words)
Ensure that you write for a Non-Specialist Audience when outlining your response to the three 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. 

	Purpose of Research Activity


The nature of personnel selection is facing a considerable change. Employers are increasingly utilising a candidate’s social media information to aid in the screening process prior to interview, with a considerable number of recruiting managers (as high as 75%) reporting to have rejected a potential candidate after viewing their social media page (Roth, Bobko, Van Iddekinge & Thatcher, 2016). This practice poses a number of ethical, legal and privacy issues, as a result of this practice being unregulated in most companies (Caers & Castelyns, 2011)

Cears and Castelyns (2011) further identified that the profile picture provided the most information. They found 40.2% of hiring managers questioned reported a profile picture provides a signal of an individual’s level of extraversion. Physical appearance, particularly attractiveness has also been found to influence hiring decisions (Pastian-Underdahl & Walker, 2015). The process of drawing inferences of an individual’s character prior to the point of interview, at which other, relevant characteristics can overshadow such impressions can lead to discriminatory hiring practices. 

References

Caers, R., & Castelyns, V. (2011). LinkedIn and Facebook in Belgium: The influences and biases of social network sites in recruitment and selection procedures. Social Science Computer Review, 29(4), 437-448.

Paustian-Underdahl, S., & Walker, L. (2016). Revisiting the beauty is beastly effect: Examining when and why sex and attractiveness impact hiring judgments. The International Journal of Human Resource Management, 27(10), 1034-1058. 

Roth, P. L., Bobko, P., Van Iddekinge, C. H., & Thatcher, J. B. (2016). Social media in employee-selection-related decisions: A research agenda for uncharted territory. Journal of Management, 42(1), 269-298.

(this box should expand as you type)

	Research Question

What impact will applicant personality (introvert/ extrovert), combined with an attractive profile image have on employment ratings? 

(this box should expand as you type)

	Aims of Research Activity


The aim of the research is to assess whether there is a difference in participants decisions related to hiring a candidate based upon the manipulated ‘personality’ of that candidate, as displayed through a fictional Twitter profile.

(this box should expand as you type)

	Objectives of Research Activity

To obtain primary data from which the extent to which access to an attractive females Twitter account, designed to display extraverted or introverted characteristics will affect ratings of employability through the administration of an employment rating questionnaire. 

(this box should expand as you type)

	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed.

	
In order to explore the impact of attractiveness and personality traits on ratings of employability, this study will involve collection of employability ratings from participants at two time points. 

Data collection: 

Participants will complete the study using a computer in the psychology labs. Firstly, demographic data (age, gender & hiring experience) will be collected from the participants. 

Participants will then be presented with a job description (see appendix E) for a psychology lecturer at a university. A paper copy of the job description will be provided also to enable referral back to the job description if needed when completing the questions. 

Participants will then be presented with a CV (see appendix F) of a potential candidate, that will be described as having met the eligibility requirements for the position. As above, a paper/hard copy of the CV will be available for participants to refer back to when responding the employability questions.

After the job description and CV have been reviewed, participants will be prompted to answer four employability related questions on five-point Likert scales (please see appendix D for specific scoring instructions) The questions will read: 	Comment by Stacey Coleman: Although the scale has used a ten point likert before, I would question whether this is going to be too much of a range for participants to respond to – there isn’t a zero score either which would be more appropriate for a ‘not at all’ response, for example. 

Have adapted to document containing these questions and scoring so have a look at these – have tracked changed some of the info here, too, to reflect the changes made. 


· Overall, how suitable is the candidate for the position?
· How well do you feel the candidate would perform the job? 
· How well do you feel the candidate will fit in on the job? 
· What is the likelihood that you would hire the candidate for the position?


These questions have been utilised by Johnson, Podratz, Dipboye & Gibbons (2010), and Pastian-Underdahl & Walker (2015) in studies of a similar design to collect employability ratings. An overall employability rating will be calculated by combining the responses from all questions. 

[bookmark: _GoBack]After answering the four questions, the participants will view a static social media page (Twitter), containing an image of the candidate and information designed to present the candidate as either extraverted or introverted. Extraversion and Introversion will be manipulated through the utilisation of trigger phrases identified from the big 5 personality scale (Srivastava, 1999) (see appendix G, H and I for information on the creation of these profiles)

After viewing the social media page, participants will be asked a second time to answer the four employability related questions. 

In line with the BPS Code of Human Research Ethics (2014), participants will be provided with an information sheet describing that the study will involve evaluating a potential candidate for a lecturer’s position and asked to provide written consent prior to study participation. Due to the nature of the study, in order to avoid demand characteristics or socially desirable responses participants will not be informed of the relevance of the social media page and the manipulations taking place prior to study commencement. Participants will not be offered the opportunity to omit any question as all answers are required for analysis. However, participants will be reminded that they are entitled to withdraw their answers at any point in time by closing the programme. After collection, the data can no longer be traced back to the participants which ensures anonymity of responses. 

Participants will be given a hard copy of a detailed debrief form (see appendix C) after completion of the study, which will outline the nature of the dissertation study and the expected study outcomes to minimise any unforeseen ethical breeches in accordance with section 3.4 of the BPS Code of Ethics and Conduct (2009). Participants will be thanked for their participation and directed to the contact details of the Principal Researcher (which will be provided on the debrief form) in the event of any questions arising after participation. 

All data collected will be held confidentially. The employability scores from time 1 (pre-social media exposure) and time 2 (post social media exposure) will be compared to identify whether exposure to the social media page impacted participants perceptions of candidate suitability for the position. 	Comment by Stacey Coleman: Can’t be anonymous as you’re collecting data face to face (so you could potentially know some of the participants who take part as they’re our students…) confidential in the main sense and anonymous AFTER all raw data has been input into the statistical analysis package

References

 
Johnson, S. K., Podratz, K. E., Dipboye, R. L., & Gibbons, E. (2010). Physical attractiveness on job-related  
             outcomes: A meta-analysis of experimental studies. Personnel psychology, 56(2), 431-462. 

Paustian-Underdahl, S., & Walker, L. (2016). Revisiting the beauty is beastly effect: Examining when and why sex and attractiveness impact hiring judgments. The International Journal of Human Resource Management, 27(10), 1034-1058. 




(this box should expand as you type)




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

	The study will take place within psychology labs at the University of Wales Trinity Saint David’s SA1 campus in Swansea. 

(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.

	
N/A

(this box should expand as you type)


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

	NO
	☒☐


	
	YES
	☐

	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 prevailing data protection law of the country in question and England and Wales.



(this box should expand as you type)





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

	Use of a questionnaire or similar research instrument?
	☒
	☐

	Use of interviews?
	☐
	☒

	Use of diaries?
	☐
	☒

	Participant observation with their knowledge?
	☐
	☒

	Participant observation without their knowledge?
	☐
	☒

	Use of video or audio recording?
	☐
	☒

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

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

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

	Investigation of participants involved in illegal activities?
	☐
	☒

	Use of procedures that involve deception?
	☒
	☐

	Administration of any substance, agent or placebo?
	☐
	☒

	Working with live vertebrate animals?
	☐
	☒

	Other primary data collection methods, please explain in this box
For example, ‘focus groups’. Please indicate the type of data collection method(s) in this box and tick the accompany box.
	☐
	☒

	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
	Who are the intended participants:
	
YES
	
NO

	Students or staff at the University?
	☒
	☐

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

	Vulnerable adults?
	☐
	☒

	Children and Young People under the age of 8? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	Prisoners?
	☐
	☒

	Young offenders?
	☐
	☒

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

	People engaged in illegal activities?
	☐
	☒

	Others (please identify specifically any group who may be unable to give consent) please indicate here and tick the appropriate box.

	☐
	☒

	Other – please indicate here:



(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? 

	How many participants are expected?

	Approximately 40 participants will be required to undertake this study based upon the proposed analysis requirements (2X2 mixed ANOVA design (requiring a minimum of 10 participants per cell)


(this box should expand as you type)

	Who will the participants be?

	
BSc Psychology and BSc Counselling and Psychology students studying at the SA1 campus of UWTSD.

(this box should expand as you type)

	How will you identify the participants?
	
Participants will be recruited through the University’s experiment management system. A description of the study will be provided and participants will sign up to participate online using their EMS numbers.

(this box should expand as you type)





	Information for participants:
	
YES
	NO
	
N/A

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

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

	Will you obtain written consent for participation?
	☒
	☐
	☐

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

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

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

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

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

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

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

	Due to the nature of the study design, missing answers will render the data set unusable. 


(this box should expand as you type)



	Information for participants:
	
YES
	NO
	
N/A

	Will participants be paid?
	☐
	☒
	☐

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

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

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

	If YES to any question, please provide full details 

	In order to investigate the influence of the candidate’s personality (introvert or extravert)on hiring judgements, via impact of social media exposure, highlighting the true nature of the study could lead to demand characteristics or the production of socially desirable responses. Participants will be informed that the study will involve answering questions about a potential job candidate and their suitability for the role applying for. 	Comment by Stacey Coleman: Careful with this as you’re not actually manipulating appearance in any way – including the same photo for extravert and introvert so it is, in essence, a ‘control’ AND a ‘typically attractive’ picture – but this shouldn’t have any impact on your findings at all because you are keeping the picture the same across both Twitter pages


(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.  

	Full risk assessment completed and appended? 

	Yes 
	☐

	
	No
	☒

	Risks to participants
For example: emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	Risk to Participant:

The primary risk to participants within this study design is that of distress due to deception. 



















Participants may wish to withdraw during the study







Participants may be uncomfortable being alone with the researcher



(this box should expand as you type)
	How will you mitigate the Risk to Participant

Participants will be informed that the study involves the use of a computer in evaluating a candidate for a Psychology lecturer position at a university. Participants will also be informed of their right to withdraw from the study at any time point. 

After participants have completed the study, a detailed paper debrief form will be presented to the participant, that will reveal that the relevance of the social media page to the study design, and why this information could not be disclosed prior to participation. The debrief form will also include that CV and social media page was fabricated to mitigate any distress caused as a result of participants concern of evaluating a real candidate. 




Participants will be informed of their right to withdraw from the study at any point by simply closing the programme and alerting the primary researcher by pressing the bell on the desk. Participants will be made aware that they will still receive their credits if they choose to withdraw. 



Due to the controlled nature of the study design, a robust procedure protocol will be utilised, in which interaction with the participant will be minimised. This will include all study instructions being presented to the participants on the computer screen. Participants will only be required to interact with the researcher upon arriving at the labs and in order for the researcher to collect written consent. During study participation the researcher will be in a separate laboratory room. Upon study commencement, the participant can call the principle researcher using the bell provided, at which point a detailed debrief form will be presented to the participant. The researcher will identify their contact information and that of the principle researcher if the participant has any questions or issues to raise after they have completed the study. 

(this box should expand as you type)

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

	
N/A

(this box should expand as you type)

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

	Risk to Investigator:

The primary risk to the investigator is that of dealing with difficult situations directly with a participant. 











Difficult situations could also arise through email. 











(this box should expand as you type)
	How will you mitigate the Risk to Investigator:

Prior to data collection, a number of pilot tests will be completed in order to ensure that the study is well designed, and participants understand what is expected of their participation, and that the data collection runs smoothly. Detailed consent and debrief forms will be provided to participants also to ensure that they understand the nature of the study. A robust procedure protocol, designed from the pilot studies will be utilised, that will ensure that the interaction between the participant and the researcher will be clear. 



As a result of researcher contact details being included within the debrief form, there is a risk that negative feedback or comments could be sent to the researcher. In order to minimise this risk, all correspondence will take place via the university e-mail address and any issues or threats will be reported to the dissertation supervisor and the university as required. 



If any issues do occur, the dissertation supervisor (Stacey Coleman) will be contacted for guidance. 



 

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

	Risk to University:

No risks are predicted to occur to the university

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

Risk to the university will be mitigated through adherence to the BPS code of ethics and conduct (2019), BPS code of human research ethics (2014), the university policies of data management, protection and storage and the university research ethics and integrity code of practice. Alongside the guidance and supervision of the academic supervisor Stacey Coleman. 


(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


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





SECTION I: Feedback, Consent and Confidentiality
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
Once participants have completed the study they will be provided with a paper debrief form outlining the study aims. This debrief form will disclose to the participants that the study was investigating effect of personality dimensions of extraversion and introversion, through the presentation of a manipulated ‘bio’ via a social media page. The debrief will also inform participants that the applicants they reviewed were fabricated for the purposes of this study in order to mitigate any concerns that may be held about the evaluation of an individual’s job role suitability.

The debrief form will also include the researcher’s and supervisors contact details (university e-mail address), to allow the participant to ask any questions or voice any concerns about their participation. 

(this box should expand as you type)

	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.

	

Participants will be informed that the study will involve the use of a computer, in evaluating a potential candidate for a psychology lecturers’ position prior to study sign up and commencement. However, the relevance of the social media page will be omitted in order to avoid demand characteristics or socially desirable responses. Signed consent will be gathered (see appendix B) prior to study participation. Consent forms will be stored separately from any study data and it will not be possible to trace the data back to the participant prior to collection once data has been input into the statistical analysis package	Comment by Stacey Coleman: They’ll be putting their name on the consent form so this is identifiable information 




(this box should expand as you type)

	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. 

	
Data will be collected and stored confidentially. Participants will be recruited via the disciplines Experiment Management System and will therefore sign up to participate in the study through EMS using their unique five-digit EMS participant numbers. Only basic demographic data (age, gender and hiring experience), will be collected and participant EMS numbers will not be stored. Participants will be informed that their data will be stored confidentially, and prior to leaving  the laboratory they will be informed that they must request to withdraw data at that point, as to do so after this point would be impossible due to data being input into SPSS within a small time period after completion of the study, and an anonymous ID code will be assigned making it impossible to trace data back to any individual participant.

(this box should expand as you type)	





SECTION J: Data Protection and Storage
In completing this section refer to the University’s Research Data Management Policy and the extensive resources on the University’s Research Data Management web pages (http://uwtsd.ac.uk/library/research-data-management/).
	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

	“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.
	☒
	☐

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

	
Participants gender and age will be included as measures of demographic data as this is standard procedure in laboratory studies. This data may also be utilised for further analysis when analysing the study findings. 

(this box should expand as you type)

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

	“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:

	


(this box should expand as you type)


	
Will the research activity involve storing personal data and/or special category data on one of the following:
	YES
	NO

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

	University computers?
	☒
	☐

	Private company computers?
	☐
	☒

	Home or other personal computers?
	☒
	☐

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

	“Cloud” storage or websites?
	☐
	☒

	Other – specify:

	☐
	☒

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

	Data will be collected through the Superlab programme available on laboratory computers, and data files will be saved into a password protected file that will be only accessible to the researcher. Once the data has been collected it will be transferred into a data analysis programme (SPSS) on a password protected memory stick and stored within a password protected file. Once the data has been transferred into the data analysis programme the original data will be deleted from the university/laboratory computers. At all stages of data collection and analysis, data will be stored in password protected locations to which only the principle researcher (and dissertation supervisor if required) will have access.  Hard copy consent forms will be stored confidentially within a non-transparent folder and will be given to the dissertation supervisor at the end of the period of data collection.


(this box should expand as you type)

	All Data Storage

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

	Electronic transfer of data in any form?
	☒
	☐

	Sharing of data with others at the University?
	☐
	☒

	Sharing of data with other organisations?
	☐
	☒

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

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

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

	Use of data management system?
	☐
	☒

	Data archiving?
	☒
	☐

	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and DPA (and/or any international equivalent):

	
All data collected will be stored in a password protected file on a personal computer in line with GDPR and data protection regulations. Signed consent forms will be stored in a locked filing cabinet that will only be accessible by the researcher and dissertation supervisor. Consent forms will not be linked to questionnaire responses ensuring anonymity is upheld.  

Data in its anonymised form only will be transferred from the labs to researchers USB stick – purposes of utilisation within data analysis package – include something about the transfer of the data – which will take place on a password protected USB stick

(this box should expand as you type)

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

	
Data will only be accessible by myself (primary researcher) and dissertation supervisor (Stacey Coleman). 

(this box should expand as you type)

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

	
Data will only be accessible by myself (primary researcher) and dissertation supervisor (Stacey Coleman). 

(this box should expand as you type)

	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.  

	
Paper consent forms will be collected from all participants. Once completed they will be stored in an envelope in a locked filing cabinet within the Psychology laboratory located in the SA1 IQ building that will only be accessible to the primary researcher and dissertation supervisor. 

The data collected from questionnaire responses (via Superlab) will be stored in a password protected file throughout all levels of collection and analysis in line with GDPR and data protection regulations. 

Consent forms and data collected will be stored in accordance with section 4.1 of the undergraduate psychology research data protection and storage protocol, disposed of by the supervisor once the dissertation has been marked, moderated and passed by the examination board. 


(this box should expand as you type)

	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)

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

	YES
	☒

	
	NO
	☐

	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
	☒

	
	NO
	☐





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

	Signature of applicant:
	Bronwen Phillips
	Date:21.11.2019




For STUDENT Submissions:
	Director of Studies/Supervisor:
	Stacey Coleman
	Date: 21.11.19

	Signature:
	
[image: ]
	



For STAFF Submissions:
	Head of School/Assistant Dean:
	
	Date:

	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 (and have NOT completed Section H of this form) (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 Head of School.

	☒

	I have deleted the guidance notes before submitting the PG2 for consideration






	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: http://www.uwtsd.ac.uk/academic-office/








Appendix A. Literature review

Within the field of occupational psychology, personnel selection is one of the most heavily invested areas, with over a hundred years of research. This is primarily as a result of the time and financial costs associated with the selection process and subsequent training (König, Klehe, Berchtold & Kleinmann, 2010; Schmidt& Hunter, 1998; Torrington & Hall, 1991). In order to maximise business efficiency, and reduce the costs incurred, it is imperative that an effective recruitment process is utilized. In a pivotal meta-analysis, Schmidt and Hunter (1998) investigated the practical and theoretical validity of nineteen selection processes, including work sample tests, general mental ability tests, structured and unstructured interviews, peer ratings, integrity tests reference checks. The selection processes were evaluated in isolation and in a number of combinations, results found that a general mental ability test, combined with either: an integrity test, a structured interview or a work sample test were the strongest combinations to ensure successful candidate selection, thus reducing costs to the recruiter. However, the recommendations of occupational specialists, and the procedures utilized by many companies often do not match. In uncertain situations, such as the decision of the most appropriate recruitment strategy to utilise, organisations can seek to imitate procedures and practices of successful companies, a process known as diffusion through mimetic pressure (Klehe, 2004). Further explanations provided for the divide between scientifically supported practices and those utilized by companies are that of cost incurred (König, Klehe, Berchtold & Kleinmann, 2010). Both diffusion through mimetic pressure and cost efficiency can be considered short-term strategic decisions by a recruiter, improving short-term economic fitness through reducing time and financial costs. However, long term economic fitness is improved by the utilisation of a well-developed, validated selection procedure (Klehe, 2004). The process of mimetic pressure and cost efficiency helps to explain the rapid expansion of the use of social media pages by recruiting employers. Such social media pages provide a wealth of information about a candidate, much of which has little to do with ability or appropriateness for the position held (Santora, 2003). Gaining access to such personal information can result in stereotype activation prior to meeting with the applicant for interview, the point at which such information would traditionally be gathered. For example Caers and Castelyns (2011) found that 40.2% of their respondents that reported using Facebook to screen candidates believed that a candidate’s profile picture provides an indication of the applicants level of extraversion. 

Due to digital technology developing exponentially, evidence suggests that the growing access to, and use of online data influences the practices of employee recruitment (Boudlaie, Nargesian & Nik, 2019). Social media has been defined as ‘a group of internet-based applications that builds on the ideological and technical foundations of web 2.0, and that allow the criterion and exchange of user generated content’ (Kaplan & Haenlein, 2010. P-61). It serves as a conversational media, through which users can share images, videos and written content online and connect and develop relationships online. LinkedIn, Twitter and Facebook have been identified by a body of research as the primary platforms utilised within recruitment and selection (Caers & Castelyns, 2011). Although originally developed for social reasons, social media information is increasingly utilised by professionals working within Human Resources (HR), Recruitment and selection (R&S) and in site hiring managers in order to aid in recruitment decision making (Gibbs, MacDonald & MacKay, 2015). Studies have identified that recruiters that utilise social media heavily themselves, are more likely to utilise, and perceive information obtained from candidates on their social media profiles as accurate. Within a Belgian recruitment and selection (R&S) population, Caers and Castelyns (2011) investigated utilisation of Facebook and LinkedIn during the recruitment process. Their results found that 70% of active LinkedIn users, and 43% of active Facebook users search for additional information about applicants through such social media sites. Further identifying that 90.4% of respondents claimed their organisation has no formal policy on the utilisation of social media sites in hiring practices. Different social media platforms serve different functions, Facebook is a social networking platform, Twitter is classified as a microblogging site (Koch, Gerber & de Klerk, 2018), and LinkedIn a professional networking platform. Hargitta (2007) identified the importance of differentiating the purposes and functions of different social media sites rather than homogeneously, in order to identify important trends. Irrespective of to which platform a potential employer gains access, social media in general can provide a wealth of personal information about a candidate, that would otherwise not be accessible prior to interview, such as photographs, status updates and system generated cues, such as number of friends. 

The organisational – practitioner gap is of concern with regards to equal opportunities for applicants. Ideally, a hiring decision would be conducted systematically, with the employer attending objectively only to the characteristics that directly affect the ability of the applicant to perform the job. However, humans utilise many cognitive shortcuts to understand the world, including stereotypes, which can be defined as ‘beliefs about the characteristics, attributes, and behaviours of members of certain groups’ (Hilton & Von Hippen, 1996) and are believed to have the same characteristics be they desirable or undesirable as other members of that group. According to the Brunswic’s (1956) lens model, an individual’s environment can provide cues that are interpreted by an observer and from which inferences are drawn. Gosling, Ko, Manarelli and Morris (2002) placed these cues into one of two categories: identity claims and behavioural residue. Identity claims are intentional and controlled by the individual, in the context of social media this could refer to the ‘about me’ section, that can be crafted by the page creator. Behavioural residue are traces of past behaviour unintentionally left behind, such as wall postings (other-generated cues) and displayed number of friends (system-generated cues) over which the individual has less control (Antheunis & Schouten, 2011). An individual’s social media page will likely contain a variety of self-controlled identity claims, that can be sincere or strategic (Gosling et al, 2002), combined with other-generated, and system generated cues, over which less control is held. In most instances, impressions are formed quickly with minimal contact or information (Allport, 1954), often resulting in broad inferences about an individual’s personality. When considered in line with the complexities of information presented on an individuals’ social media page through a number of sources, it is highly likely that inferences of laypeople about an individuals’ personality based on such incomplete information will have a high error rate. This is particularly problematic as any pre-existing dispositions or attitudes associated with personal characteristics have the power to influence the recruiter’s final hiring decision (Cvico, Muffler & Bujiaba, 2012; Shannon & Stark, 2003). 

In an attempt to combat discriminatory practice, UK law currently protects employees and applicants against discrimination on the basis of nine protected characteristics: age, sex, race, disability, pregnancy, marital status, sexual orientation, gender reassignment and religious background through the Equality and Human Rights Commisions act (2010). As a result of this legislation, information regarding these characteristics cannot be requested by a current or potential employer. However, there is no legislation to protect employees from discrimination based on biases as a result of physical appearance, such as attractiveness and weight (Pastian-Underdahl & Walker, 2015), or personality characteristics such as those identified within the big five inventory (Srivasta, 1999). The utilisation of media obtained through social media poses many legal and ethical issues, primarily due to a lack of formal policies regarding the appropriateness of utilising information from social media to aid hiring decisions (Gibbs, MacDonald & MacKay, 2014). Another key issue regarding potential discrimination results from employers gaining access to information that could bias judgements during the screening stage, which may result in the applicant not being given the chance to compensate that bias in an interview (Caers & Castelyns, 2011). The issue of reliability of information has been raised, an individual’s social media page could contrast starkly with their working abilities, there is also a considerable risk that the social media page accessed may belong to an individual with the same name. Improper use of information accessed through social media can have detrimental effects on both the screening process, resulting in invite to interview (Caers & Castelyns, 2011), and final hiring decisions (Boudlaie, Nargesian & Nik, 2019). 

One’s personality is unique and develops over time through the complex interplay of the totality of one’s subjective experience (Kernberg, 2016). Personality encompasses stable, non-intellectual, psychological characteristics, including one’s beliefs, habits, attitudes and emotions (Haslam, 2007). Personality research has attracted much attention as a result of its stability and ability to predict psychological outcomes such as wellbeing, alongside a number of job-related outcomes such as career choice, job satisfaction and performance (Li, Li, Hao, Guan & Zhu, 2014). The most universally recognised system for the measurement of personality, known as the five factor model of personality of ‘The Big Five’ was developed in 1985 (Costa & McRae, 1985; McRae & Costa, 1987), identifying extroversion, conscientiousness, agreeableness, neuroticism and openness to experience as primary personality traits. The traits of the ‘Big Five’ are significantly associated with the behaviours of users on social media (Azucar, Marengo & Settanni, 2017). In a survey study investigating the effect of extraversion on social media use and addiction, extraversion was identified as a predictor of higher levels of social media activity (Blackwell, Leaman, Tramposch, Osborne & Liss, 2017). 
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Appendix G. Extraverted Twitter Page
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Appendix H. Introverted Twitter Page
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Appendix I. Creation of twitter page
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Y Drindod Dewi Sant Counselling

NVERSITY OF WLes
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SWANSEA - ABERTAWE Swansea

SA1 Campus

Study Consent Form

1 understand that this research study is being carried out by a 31 year Psychology
Student for their dissertation, and that taking part in this study will involve taking on
the role of a hiring manager, in order to evaluate a potential candidate’s suitabilty for
a Psychology Lecturers position

This study will take approximately 15 minutes to complete and involves the use of a
computer.

1 understand that participation in this study is voluntary and | am free to withdraw
participation during or at the end of the study without giving a reason. | understand
that once | leave the study, | will not be able to withdraw my data, as it will be
anonymised. | am aware that if | have concerns about the study, | can discuss these
concerns with the researcher at any time during or after the study. | understand that |
will be provided with the contact details of the research supervisor at the end of the
study, should | have any concerns

1 understand that the information provided by me will be held confidentially, with a
code assigned in place of my name. These data will be stored indefinitely in
accordance with the Data Protection Act

1 also understand that at the end of the study | will be provided with a debrief form
and the opportunity to discuss any issues with the researcher.

1, (NAME) consent to participate in the
study conducted by Bronwen Phillips, Academic Discipline of Psychology and
Counselling, University of Wales Trinity Saint David, Swansea under the
supervision of Stacey Coleman

Participant Signature:

Date:.

Name and signature of researcher taking consent
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Study Debrief Sheet

Impression formation and Twitter
Thank you for taking part in this study.

The aim of this study was to explore whether exposure to a Twitter page influenced
perceptions of a candidate’s employability. The nature of personnel selection is facing a
considerable change. Employers are increasingly utiising a candidate’s social media
information to aid in the screening process prior to interview, with a considerable number of
recruiting managers (as high as 75%) reporting to have rejected a potential candidate after
viewing their social media page (Roth, Bobko, Van Iddekinge & Thatcher, 2016)

Cears and Castelyns (2011) identified that the profile picture provided the most
information, with 40.2% of hiring managers reporting indications of extroversion based
on this image alone. Physical appearance, particularly attractiveness has also been
found to influence hiring decisions (Pastian-Underdahl & Walker, 2015). The process
of drawing inferences of an individual's character prior to the point of interview at which
other, relevant characteristics can overshadow such impressions, can lead to
discriminatory hiring practices.

I specifically wanted to explore whether ratings of employabilty increased with
exposure to the extraverted page, that was manipulated through the posts and
biographical data displayed, as extraversion s consistently identified as a positive trait
within recruitment specialists.

The CV, Job description and Social media pages utiised for this study were all
fabricated for the purposes of this research activity and do not belong to a real
applicant

If you wish to withdraw your data from the study, you must tell the researcher
now. After this point, all of your data will be anonymised, and we will not be able to
trace it back to you

If taking part in this study has raised any questions, please speak to the researcher
Bronwen Phillps on 1351715@studentuwtsd.acuk or contact the academic
supervisor Stacey Coleman on Stacey.coleman@uwtsd.ac.uk

Thank you once again for taking time to participate in this study.

Bronwen Phillips
BSc Honours Psychology

University of Wales Trinity Saint David, Swansea
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“On a scale of 1 (Not at all) to 5 (Very much) please rate the applicant on the following item:

1. Overall, how suitable is the candidate for the position?

1 Not 2. Not [3.  Netther |4  Suitable |5 Very
suitable | very suitable | suitable nor suitable
atall unsuitable

2. How well do you feel the candidate would perform the job?

1 Notwell |2 Not 3 No 2 Very |5 Extremely
atall | verywell comment well well

3. How well do you feel the candidate would fit in on the job?

1 Notwell |2 Not 3 No 2 Very |5 Extremely
atall | verywell comment well well

4. What s the likelihood that you would hire the candidate for the position?

1 Hghy |2 Unlikely Unsure | 4. Likely Highly

unlikely likel

Asutilized by:

Johnson, s. K, Podratz, K. E., Dipboye, R. L, & Gibbons, E. (2010). Physical attractiveness biases in
ratings of employment suitability: Tracking down the “beauty is beastly” effect. The Journal of social
psychology, 150(3), 301-318.

Paustian-Underdahl, ., & Walker, L. (2016). Revisiting the beauty is beastly effect: Examining when and
why sex and attractiveness impact hiring judgments. The International Journal of Human Resource
Management, 27(10), 10341056
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Job description: University Lecturer of Psvcholo;

hological Excellence

Full-time (applications for part time work will be considered)
Permanent

We are currently accepting applications for a lecturer of Psychology at the UK's number one
Institute of Psychological Excellence. We are looking to recruit a candidate who is able to
contribute to our excellent teaching portfolio and can share our passion to add to our

internationally-competitive research portfolio.

Applicants should be BPS accredited and able to provide evidence of high-quality research
publications that seach the highest standards of excellence, in keeping with the school's
research interests. The successful candidate will be able to provide evidence of excellent
teaching and supervision at undergraduate and postgraduate levels. The position will be offered
to the candidate who is able to engage the interest and enthusiasm of our students and inspire
them to leam. We are particularly interested in candidates with the potential to assume

leadership roles in the future, including programme leadership.

Successful candidates will be expected to possess the following qualifications, personal skills

and attributes:

1. AMasters level qualification in a discipline of Psychology, or the equivalent of a
recognised qualification that is not a Master's degree (this cannot be a PGCE)

2. APost-compulsory education and training related teaching including but not limited
to.a PGCE.

3. Successful completion of high-quality research and funded research projects,
evidenced in high-quality research publications and conference attendance

4. Teaching skills appropriate to higher education at both undergraduate and
postgraduate levels

5. Excellent interpersonal, presentation, and communication skills

6. A drive to take the university Institute of Psychological Excellence forward
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LAUREN HOFFMAN

Mobile: 07456 998213 | email: Ihoffman@gmail.com

‘Summary

Motivating and talented Psychology Lecturer driven to inspire students to pursue academic and
personal excellence. Consistently striving to create a challenging and engaging learning environment
inwhich students become life-long scholars and learers, Exceptional track record of research success
with multiple published articles.

Highlights
« Accomplished research in Social o Chartered member of the British
psychology psychological Society
o Engaging public speaker * Resourceful academic advisor

« Innovative thinker
« Graduate mentor
«  Extensive programme development

experience
Accomplishments

« Inspiring lecturer
«  Personable and approachable

« Authored numerous articles published in prestigious journals including Contemporary
Psychology, Journal of Health and Social Behaviour, and Social Psychology Quarterly.

o Currently in final selection stages for the award for innovation in practice administered by the
British Psychological Society.

Experience

08/2014 to Present.

06/2010 - 08/2014

Education

Psychology Lecturer

University — Cardiff, Wales

Guide students in using technology to support research,

Foster students’ commitment to lifelong learning by connecting
course materials to broader themes, important moments in history
and current events.

Collaborated with admissions on establishing prerequisites for
undergraduate and graduate students.

Psychology Lecturer
Brighton University — Brighton, England

Taught introductory and upper level courses in Psychology.

Created course materials such as lecture slides, assignments, and
handouts.

Demonstrated a continued commitment to undergraduate teaching
through full participation in the University community.

Ph.D. Psychology; University of Oxford

PGCE (Post Compulsory Education); University of Oxford
Master of Science — Health Psychology; University of Oxford
Bachelor of Science — Psychology; Brighton University
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Development of a Twitter account Extravert/ Introvert

In order to develop profiles to reflect characteristics of extraverted and introverted individuals | utilized
key words from the Big Five Inventory (BFI) scale (Srivastava, 1999).

1 also utilized the website Hootsuite (https://blog.hootsuite.com/twitter-bio-ideas/) to read up on
recommendations for a strong bio. Also utilizing quotes from google searches in order to ensure a
punchy easy to comprehend message.

I manipulated the number of followers, number of individuals followed, number of tweets recorded, the
bio’s (“about me’ section) of the individuals and also the posts that follow in order to further develop the
introvert/extravert fit.

All manipulations were carried out using photoshop and the original twitter page from which
information was modelled was my own (with all identifiable information removed). The replacing
information came from a number of twitter pages, and although the name Lauren Hoffman does belong
to multiple twitter users, the username affixed to the Twitter page is fabricated.

The final images have not yet been chosen. | am awaiting a response from one of the authors cited in
the literature review regarding access to the images utilized for their attractiveness study. The image
will be a head shot of a female that has been Judged attractive though the utilization of a pilot study.
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