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[bookmark: _Toc131199778]Abstract
With a focus on the case of Primark, this study looks into how HRD practises have an effect on talent management in the retail sector. The goal of the study is to pinpoint Primark's HRD processes and how well they work in luring, nurturing, and keeping talent.
The survey approach used in this study's research methodology involves gathering information from primary sources, such as Primark staff working in UK stores. While there was no secondary data acquired for the research, the primary data was gathered using a survey questionnaire from Primark that included demographic, HRD and performance relationship, and many other elements. since this study project was unique to the organisation (Bernard, 2017).
According to the study's findings, Primark has introduced a number of HRD strategies, including employee engagement programmes, performance management, and training and development programmes, to recruit, develop, and retain talent. In terms of employee engagement, retention, and overall organisational success, the study's findings also imply that these methods have a substantial impact on talent management.
The report also emphasises the significance of HRD practises in talent management and advises that firms should concentrate on creating and putting into place efficient HRD practises to improve talent management (Maxwell, 2013). The study comes to the conclusion that Primark's HRD practises have improved personnel management and contributed to the company's success in the retail sector.
In general, this research study offers insightful information about the function of HRD practises in talent management, with a particular emphasis on the instance of Primark in the retail sector. The study adds to the body of knowledge on HRD practises and talent management and offers useful recommendations for businesses wishing to improve their talent management programmes (Yin, 2014).

[bookmark: _Toc131199779]Chapter 1: Introduction 
[bookmark: _Toc131199780]1.1 Introduction
The purpose of this study is to look into how talent management at Primark has been impacted by HRD methods. The study will outline existing talent management HRD methods and investigate how employees feel about their efficacy. The research will also look at the connection between talent management methods and outcomes including employee satisfaction, productivity, and organizational performance. Based on the findings and industry best practices, the study will also offer suggestions for strengthening Primark's HRD processes in personnel management (Primark, 2022). This study will add to the body of knowledge on HRD practices and people management and offer employers useful advice on how to improve employee engagement, motivation, and retention as well as organizational success.
[bookmark: _Toc131199781]1.2 Background of the study
A significant area of focus for organizations in recent years has been talent management as a result of the rising rivalry for top personnel in the international market. The lack of crucial skills, in the opinion of 77% of CEOs surveyed by PwC, is the largest threat to their company (PricewaterhouseCoopers, 2019). In addition, the expense of replacing an employee can be high, with estimates ranging from 50 to 200% of the yearly income of the individual (PricewaterhouseCoopers, 2019). Organizations have adopted a variety of talent management-related HRD activities in response, including recruiting and selection, training and development, performance management, and succession planning. The usefulness of these techniques in accomplishing talent management objectives, however, has received little research. As a result, the purpose of this study is to investigate how HRD methods have affected talent management at Primark, a renowned retailer in the UK and Europe (Primark, 2022). The study will offer firms useful suggestions for boosting their personnel management HRD practices, which will eventually improve employee engagement, motivation, and retention as well as organizational performance.
[bookmark: _Toc131199782]1.3 Problem statement
Despite the fact that talent management is becoming increasingly important in today's cutthroat corporate environment, little is known about how effective HRD techniques are at achieving talent management results. As a result, the purpose of this study is to investigate how HRD methods have affected talent management at Primark, a renowned retailer in the UK and Europe. The study will specifically identify the talent management HRD practices in use at Primark, investigate how employees feel about their efficacy, and investigate the connection between talent management HRD practices and outcomes like employee satisfaction, productivity, and organizational performance (Primark, 2022). The study will offer firms useful suggestions for boosting their personnel management HRD practices, which will eventually improve employee engagement, motivation, and retention as well as organizational performance.
[bookmark: _Toc131199783]1.4 Research aims, objectives, and questions
Research aim
The aim of this research is to investigate the Human Resource Development (HRD) practices of Primark to find out a more comprehensive HRD practices for the company. 
Research objectives
· To identify the current HRD practices of Primark in relation to talent management, including recruitment and selection, training and development, performance management, and succession planning.
· To explore the perceptions of employees regarding the effectiveness of HRD practices in talent management at Primark and their impact on employee engagement, motivation, and retention.
· To examine the relationship between HRD practices and the talent management outcomes such as employee satisfaction, productivity, and organizational performance at Primark.
· To recommend strategies for improving HRD practices in talent management at Primark based on the findings of the study and best practices in the field.
Research questions
· What are the current HRD practices of Primark in relation to talent management?
· How effective are the current HRD practices of Primark to the employees?
· What is the relationship between HRD and talent management outcomes?
· How can Primark improve their HRD practices?
[bookmark: _Toc131199784]1.7 Rationale of the study
Personal interests in learning about the HRD practices of the UK retail industry in the first reasons of this study. Second, the growing UK retail industry has to include a diverse background of employees of different nationalities. Hence, appropriate HRD practices are required to operate smoothly and set an example in the world. Finally, the research outcomes can be applied in a broad area of other industries in the country. 
[bookmark: _Toc131199785]1.6 Methodology
The research project is based on primary data. A survey questionnaire will collect relevant primary data from the 50 employees of different Primark stores. Hence, the sample size is 50. The collected primary data will be analysed based on the table, different charts, and visuals generated from the data using the MS Excel. 
[bookmark: _Toc131199786]1.7 Scope of the study
Although the study is on the Primark and its HRD practices, the scope and application of the research outcome is not only limited to the company. The research outcomes can benefit the global stores of Primark in 15 countries around the world. The outcomes are also applicable for the other companies in the retail industry in both UK and outside of UK. 
[bookmark: _Toc131199787]1.8 Structure of dissertation
The research project contains 5 main chapters where the introduction, literature review, methodology, analysis and discussion, and conclusions will be discussed and described. The chapters shed light on the perspective areas. 
[bookmark: _Toc131199788]1.9 Summary of introduction
The introduction chapter of the research project sheds light on the structure, intention, intended methodology, research objectives, aims, and other perspectives that provide a brief knowledge about the further work of this research. 


[bookmark: _Toc131199789]Chapter 2: Literature Review
[bookmark: _Toc131199790]2.1 Introduction
According to Bierema & Callahan, (2014), Human resource development (HRD) practices are any methods or plans put in place by a company to improve the talents, knowledge, and skills of its workers. The process of acquiring, nurturing, and keeping talented employees in order to achieve the aims and objectives of the organization talent management is significantly impacted by these approaches. 
According to another researcher Maltbia et al., (2014), the impact of HRD practices is intense in various aspects of talent management including training and development programs, performance management, career development, and succession planning. 
[bookmark: _Toc131199791]HRD practices
Training and development are said to be one of the crucial HRD practices which increases the skills and job engagement of the employees by improving their hard and soft skills which lead to higher job satisfaction and higher employee retention ratio (Bierema & Callahan, 2014). 
Performance management is another robust HRD practices of the companies involving setting performance goals, and matching them with the outcomes at the end of predetermined time. The HRD practice also involves providing feedback to the employees regarding required changes and modification in their performance to meet the business goals of the organisation. The high performers are rewarded while the others are provided with relevant skill upgradation and training facilities Noe (2010). 
Employees are provided with career development opportunity at the business organisations through the job rotation, mentorship programs, and leadership development programs. With these opportunities, an employee can pursue longer career path in the organisation. 
Succession planning is another HRD practice of the organisation which identifies the competent employees for the fitting critical roles of the organisation. This creates a pipeline for the organisation to fill up the future leadership roles of the organisation. 

[bookmark: _Toc131199792]2.2 Contrasting impact of HRD on Talent Management (TM)
Since HRD practices are in charge of the professional growth and development of employees, they are essential to talent management. The HRD procedures assist in retaining and engaging personnel in the organization in addition to identifying and fostering their potential talent. The results of many researches on the influence of HRD techniques on talent management have been conflicting. 
On the one hand, several researches imply that HRD procedures significantly enhance talent management. For instance, research by Schuler and Jackson (2007) discovered a favourable relationship between talent management outcomes, such as talent retention, engagement, and productivity, and HRD activities like training and development, career development, and performance management. In a similar vein, Geng et al. (2015) demonstrated that talent management strategies such job design, recruitment, and selection, as well as retention, are positively correlated with HRD practices. 
Yet, some studies contend that the influence of HRD methods on talent management is only marginal. For instance, according to study by Brewster et al. (2016), the effect of HRD methods on talent management results varies according to the setting and the organization's stage of growth. Similar to this, a research by Cappelli (2018) makes the case that HRD techniques might not be as effective in managing talent as other elements like pay and work design.
[bookmark: _Toc131199793]2.3 Theoretical frameworks
The below mentioned theories and models are relevant to the HRD practices and their impact on the overall talent management process of business organisation. Resource-based View (RBV) theory, Human Capital Theory, Social Exchange theory, Talent Management Maturity Model, and High-Performance Work Systems (HPWS) model. 
According to Kraaijenbrink et al., (2010), a company's assets and skills, particularly its people resources, can provide it a competitive advantage. Investment in HRD techniques can thereby strengthen a company's talent management capabilities, resulting in greater organizational performance.
[image: ]
Figure: Resource-based view (RBV) theory
Source: Kraaijenbrink et al., (2010)
[bookmark: _Hlk131208236]According to Human Capital theory, spending money on employee training and development can boost output, performance, and creative thinking. HRD techniques can thereby improve employees' knowledge, skills, and capacities, which will improve the results of talent management (Tan, 2014). 
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Figure: Social Exchange Theory 
Source: (Cook et al., 2013)
According to Social exchange theory, employees' impressions of the company's investment in them have an impact on their willingness to contribute to the firm. As a result, HRD methods including career development and training can strengthen employees' loyalty to the company, improving talent management results (Cook et al., 2013). On the contrary, the Cropanzano et al., (2017) expressed contradictory opinion regarding the impacts of HRD practices in the talent management of a company. According to this researcher, the employees financial and non-financial benefits results in higher employee satisfaction and higher engagement into the self-development procedures which increases the overall productivity of the company. Thus, the researcher believes that the benefits results in higher effective talent management. According to Yin (2018), the social exchange theory compels the HR managers to determine the cost-benefits analysis of the employer and employees regarding the different HRD practices and their impact on the talent management practices of different companies. 
[image: ]
Figure: High-performance work systems (HPWS) model
Source: Wei & Lau (2010)
According to (HPWS) model, training and development, performance management, and remuneration are only a few of the interconnected HR activities that can boost organizational performance. In order to improve the results of talent management, a larger set of HR practices may include HRD techniques.
These theories and models offer a framework for comprehending the connection between talent management methods and outcomes, and they help direct the creation of efficient HRD initiatives.
[bookmark: _Toc131199794]2.4 Previous studies
A key component of talent management is human resource development (HRD), which aims to give staff members the knowledge, skills, and aptitudes they need to contribute to the success of the organization. Scholars have disagreed over the effect of HRD techniques on the results of talent management.
According to a number of studies, HRD procedures have a favourable effect on the results of talent management. For instance, a research by Noe (2010) discovered a favourable relationship between HRD practices and workers' dedication, performance, and job satisfaction. A different study by Sun et al. (2020) found that HRD practices can boost workers' creativity, which promotes innovation and increases competitiveness.
Some research, however, contend that the influence of HRD procedures on the results of talent management may be modest. For instance, a study by Chang and Huang (2017) discovered that the organization's level of HRM maturity affects how HRD practices affect talent management outcomes. The efficacy of HRD techniques in talent management may also differ based on the type of work, job level, and employee demographics, according to a study by Huselid et al. (2017).
In conclusion, because it may depend on many contextual elements, the impact of HRD techniques on talent management results is not always clear-cut. While HRD methods have the ability to improve the outcomes of talent management, businesses must carefully assess their HRD practices and how well they connect with other HR strategies like compensation and job design in order to get the best outcomes.
[bookmark: _Toc131199795]2.5 Research gap identified
Although the literature has shed lights on the different aspects of HRD practices and their impact on the talent management, little has been found on the direct impact on the retail companies. For example, the retail company in the UK like Primark. The literature also did not find any HRD practices of the retail company which is an objective of research for this study. 
[bookmark: _Toc131199796]2.6 Summary
The summary of the literature review can conclude that Resource-based View theory (RBV), Human Capital Theory, High-performance work systems (HPWS) model, and other relevant theories and models that explains the impact of HRD practices on the talent management of a company. The data collection and analysis of the research will be based on the foundation built on this literature review section. 


[bookmark: _Toc131199797]Chapter 03: Research methodology
Research methodologies are the choices and research actions that aim at achieving the overall research goals by incorporating suitable approaches to research design, research data collection, and research data analysis. This chapter illustrates the overall methodological choices, their rationale, and ethical considerations of the study, if there is any (Creswell & Creswell, 2018). 
Research philosophy: The research philosophy is the philosophical stance of the study to be carried out throughout the study. The interpretivism is the selected research philosophy for this research project. According to Saunders’ Research Onion, there are four research philosophies, pragmatism, interpretivism, realism, and positivism (Silverman, 2016). 
The positivism is selected for this research project for the reason that this research project is more inclined to subjective interpretation. The overall data collection, data analysis, and data interpretation of the research project are more appropriate for the interpretivism philosophy of the research project. 
Research paradigm: Because it highlights the value of comprehending the subjective experiences and meanings that individuals and groups attach to their HRD practises and talent management strategies, interpretivism is a suitable paradigm stance for this study title. Understanding the views, values, and beliefs of the people participating in HRD and talent management processes is necessary in order to investigate the effects of HRD practises on talent management in Primark (Bazeley, 2018).
As an interpretive researcher, the researcher would concentrate on gathering rich, qualitative and quantitative data using techniques like observations and interviews in order to fully comprehend the viewpoints and experiences of the people involved. The researcher would also admit how their personal values, assumptions, and prejudices influenced the way they conducted their research and how they interpreted the results.
Research approach: In the example of Primark, the study would seek to determine how HRD practises affected the organization's approach to people management. The researcher would be able to gather rich and thorough data about the organization's HRD practises and their effects on talent management by using a mixed method of qualitative and quantitative research approach (Johnson & Christensen, 2019). The researcher would be able to record the individual perspectives of workers and managers inside the firm and examine how they see talent management and HRD methods.
Moreover, a case study research methodology would be suitable to investigate the intricate interactions between Primark's HRD policies and people management. The researcher would be able to thoroughly examine the organization's HRD practises and talent management strategies through the use of a case study design and offer insights into the organisational culture, policies, and practises that impact talent management.
In conclusion, a qualitative and quantitative research technique using a case study design would be suited for examining how HRD practises affect talent management at Primark since it would yield rich, in-depth information about those practises' effects.
Methodical stance of the research: Methodological stance of this research project is to apply the mixed method of both quantitative and qualitative approach along with the interpretivism philosophy of the research. Because, the research requires numerical data like the salaries, spending on the HRD practices by Primark and qualitative like how the current HRD practices of Primark can be developed and improved according to the aims and objectives of the research project (Neuman, 2014). 
Research strategy and design: The research project follows the survey questionnaire approach for the employees of Primark from different stores of the retailer. The survey questionnaire consisting of 15 questions regarding different aspects of the HRD practices of Primark gathered the required primary data for the study which catered to finding the answers of the research objectives. 
Other research strategies like case study, archival research etc are more suitable for the research projects of secondary data analysis and causal research project. Since, this research is an investigative one with an aim to find out the HRD practices of Primark is more suitable for the survey strategy. 
Research sample, sampling method: The research project determined a sample size of 100 employees of the Primark stores. However, the population of the study is the total number of Primark employees which is 71,000. The total population is costly, time-consuming, and takes a lengthy process to considers. As a result, simple random sampling process has been applied to select 100 employees from the nearest UK stores to cater the academic research purposes. 
Data collection and analysis tools: This research is a primary data focused research which gathered its required data from survey questionnaire. The data consists of both quantitative and qualitative data. The collected data of the research will be analysed using different data representation techniques such as charts, tables, graphs etc. 
The outcomes have been presented using the graphs and visuals to make it easier to understand for the users of the research outcomes. 
Ethical considerations: Due to the matter of directly collection primary data collection for the research, there are some ethical considerations that should be considered. The ethical issues, and their required remedies are stated below:
Respect for participants: All participants should be treated with dignity and respect by the researcher. This includes refraining from any actions or behaviours that can be harmful to or upsetting to participants, such as posing delicate or private enquiries. The researcher should make sure that participants feel comfortable sharing their thoughts and opinions while also being aware of the power dynamics at play in the study interaction.
Data protection: The researcher must make sure that every information is safeguarded and kept secure. This entails preventing illegal access to the data and making sure that all data is kept in a secure environment. Any personal information gathered should also be kept private and used only for study.
Avoidance of harm: The researcher must take precautions to protect participants from danger or suffering. This involves making sure that participants are not in any danger physically, emotionally, or psychologically during the study. Also, the researcher must be aware of any potential participant cultural or social sensitivities in order to perform the study respectfully and appropriately (Creswell, 2014).
Transparency and accountability: The researcher should be open and honest about the study's objectives, methods, potential drawbacks, and advantages. The researcher should also be responsible for the information gathered and make sure that the research is carried out in accordance with all applicable laws and ethical standards.
The researcher should be open and honest about the study's objectives, methods, potential drawbacks, and advantages. The researcher should also be responsible for the information gathered and make sure that the research is carried out in accordance with all applicable laws and ethical standards.


[bookmark: _Toc131199798]Chapter 04: Findings and discussion
This chapter of the research project analyses and discusses the findings of the primary data and information for the research project collected through the survey questionnaire. According to the primary data collection the research project has been divided into several themes to cater to the research objectives. 
Section 1: Demographics 
1. What is your gender?
[image: ]
The gender demographic of this research shows that this is a male dominant organisation with 45% male in the survey participation. On the other hand, 40% are female. Thus, the gender gap is insignificant in the employees of Primark which shows gender equality. The organisation also holds 15% of the other gender representation. 
2. What is your age group?
[image: ]
The age demographic shows that 18 to 24 and 35 to 44 aged employees are the highest, together forming 50% of the total employees. On the other hand, 25 too 34 and 45 to 54 aged employees are together 40%. The employees above 55 represents only 10% of the employees. This shows the organisation is a young employee driven organisation. 
3. What is your work experience?
[image: ]
According to the work experience demographic of the Primark employees, majority 35% of the employees are in the organisation for less than 1 year. On the other hand, there are only 15% employees who are in the company for more than 10 years. It shows that the employee turnover in the company is higher. 
Section 02: HRD practices of Primark 
4. How frequently does Primark conduct training programs for employees?
[image: ]
According to the 65% of employees of Primark, the retailer organises training programs occasionally for the employees. As a result, the employees face different difficulties in adapting to the organisation when it comes to freshers. Only 15% think they organise training programs regularly. Only 10% each employee think Primark organises training programs rarely and very frequently. The findings of the survey questions have matched with that of Noe (2010). 
5.  How effective do you think the training programs conducted by your organization are? [image: ]
Majority (55%) of the Primark employees believe that the training programs arranged by the company is moderately effective. Whereas, only 15% of them believe training programs are highly effective. However, 25% of the employees and 5% believe the programs to be slightly effective and not effective at all. The findings match with the Kraaijenbrink et al., (2010)’s fining of occasional training programs as ineffective for employees. 
6. Does your organization have a mentoring or coaching program for employees?
[image: ]
75% of the employees expressed that they do not have a mentorship or coaching program at Primark. On the other hand, only 25% said otherwise. Without a mentorship program an organisation cannot upskill the mindset and mentality of the employees (Cook et al., 2013). 
7. How effective do you think the mentoring or coaching program in your organization is? [image: ]
From the previous queston it has been evident that there is no or little scope of mentoring at Primark. However, 45% of the employees think that existing mentorship program is sligthly effective for the employees. On the other hand, 20% of them believe to be ineffective. And 25% an 10% of them find the mentoring program moderately effective and highly effective. Chang and Huang (2017) have also found similar results in their research of impact of HRD practices on talent management of the companies.  
8. Does Primark have a succession planning in place?
[image: ]
However, despite having inappropriate training, and mentorship program at the Primark, it has been found that 72% of the employees believe that the company has a right choice of succession planning in hand. On the other hand, 28% of the people thinks otherwise. Thus, the company has a succession planning in hand. Brewster et al. (2016) stated that having succession planning is one of the crucial factors in the HRD practices of a company. The is successful in adopting a succession planning that 
Section 03: Perception of employees
9. How well do you think your organization manages talent?
[image: ]
According to 45% of the Primark employees participated in the survey questionnaire, Primark HRD is managing the employees “fairly well”. Whereas, 20% of the employees think that the Primark HRD is managing them poorly. Only 10% believe that HRD of Primark is managing them extremely well. And 25% of the employees believe that Primark is managing them moderately well. The findings of the research project match with that of the Wei & Lau (2010) who also found out that majority of the firms cannot treat their employees properly in terms of HRD practices. As a result, the employees get dissatisfied with the organisational HRD practices and overall talent management process. 
10. How much do you agree with the statement: "HRD practices have a positive impact on talent management."
[image: ]
50% of the Primark employees “strongly agree” that HRD practices have positive impact on talent management of a company. 15% of them agreed to the statement. Whereas, 10% of them are neutral. And 15% and 10% of the employees disagree and strongly disagree to the statement that HRD practices have positive impact on talent management. This complies with the findings of Yin (2018) who stated that the employees can be positively benefitted from the appropriate HRD practices of a company, and vice versa. 
11. Overall, how satisfied are you with the HRD practices in your organization?
[image: ]
45% of the Primark employees are slightly satisfied with the HRD practices at the organisation. On the other hand, only 5% are satisfied with the HRD practices of the company. However, 15% of employees are neutral about the satisfaction. And 15% are slightly dissatisfied with the HRD practices of the company. According to 20% of the employees, they are very dissatisfied with the quality, and span on the company is operating and focusing. Cappelli (2018) found that the HRD practices are ineffective when the employees are in needs of financial and non-financial resources from their workplace. Hence, salaries, and incentives are more effective in terms of motivating the employees at workplace.  
12. How likely are you to recommend your organization as a good place to work?
[image: ]
Only 5% of the current employees are very likely to recommend Primark as a good place to work. On the other hand, 15% are slightly likely to recommend. However, 20% of the employees are neither likely nor unlikely to recommend. And 60% of the employees combinedly slightly unlikely and very unlikely to recommend Primark as a good palace to work. Geng et al. (2015) similarly showed that the employees who are unsatisfied at the workplaces are highly unlikely to recommend the workplace to others. 
 Section 04: HRD practices and employee performance at Primark 
13. Do you think HRD has relationship with your satisfaction?
[image: ]
According to 85% of the Primark employees, HRD practices are related to their level of satisfaction. Whereas, only 15% of them said otherwise. This aligns with the findings of the existing research of Tan (2014)’s Resource Based Theory which states that employee’s satisfaction is related to the HRD practices and resources of that company. Adequate resources result in higher satisfaction. Whereas, inadequate resources result in lower level of satisfaction for employees at work. 
14. How HRD is related to productivity?
[image: ]
According to the majority (35%) of the employees of Primark, the HRD practices increase productivity of the employees by increasing communication skills. Other relevant skills and office management skills are selected by 25% and 20% of the employees at Primark. IT skills is selected by 10% of the employees participated in the research project. According to Bierema & Callahan (2014), the HRD practices increase the overall productivity of employees by increasing their related skills. 
15. How HRD can improve organisational performance?
[image: ]
The HRD practices can improve the overall organisational performance. The survey responses show that customer satisfaction can increase the overall performance of Primark according to 35% of the employees. On the other hand, the stress management of the employees, revenue increase, and efficiency increase are selected by 25%, 15% and 15% respectively. The overall findings of the survey questionnaire show that the organisational performance can be achieved by increasing the performance variables of the company through improved HRD practices (Maltbia et al., 2014). 
Section 05: Improve strategies
16. How current HRD can be improved?
[image: ]
According to majority (35%) of the employees, AI-based training centres and equipment is the need of time to increase the overall HRD practices of an organisation. Hence, Primark should also consider it. On the other hand, recognising the employees’ successes, and conducting accurate performance appraisal increase are selected by 25% and 15% of the employees of Primark. Putting efforts to customise the motivational schemes according to the needs of the employees. And increasing the retention ratio of the employees are also the suggestions that the employees put forward to increase the overall HRD practices of Primark. Huselid et al. (2017) also stated that the increased HRD will cause greater employee motivation which in returns increase the overall reputation, and performance of the company. 


[bookmark: _Toc131199799]Chapter 05: Conclusion, Limitations, and Recommendations
This chapter of the research project finds out the essence of the research project by analysing the primary data collection and discussion of the research regarding HRD practices, and their impact on talent management at Primark employees. This research attempted to find out four research objectives. The summary of those are illustrated.
The first objective was to find out the current Human Resource Development (HRD) practices of Primark. It has been found that the current HRD practices are not adequate. And the employees are not quite satisfied with the HRD practices of the company. 65% of the employees expressed that the Primark conduct occasional training programs that are not quite effective in terms of developing the skills and required knowledge of the employees. 55% of the employees said that the training and development programs of Primark are moderately effective for them (Silverman, 2016). 
The second research objective was to find out the perception of Primark employees regarding the HRD practices and their impact on the employee motivation, satisfaction, and overall employee retention decision of the employees. According to the survey responses, there has been a mixed feeling among the employees. 45% of the employees expressed that they are being fairly managed by the current HRD practices of Primark. Whereas, the 20% of them said that they are being poorly managed by the HRD practices of Primark. Thus, this led to less satisfaction, motivation, and higher employee turnover in the company. This can be further found when the large number of employees have 1 or less year of experience of working at the company (Bazeley, 2018). 
The third objective of this research was to find out the relationship of HRD practices with the employee satisfaction, employees’ productivity, and overall organisational performance at Primark. The summarised survey responses show that the 85% of the employees expressed that the HRD practices at Primark are related to their state of satisfaction. And HRD practices increase the overall productivity of the employees by increasing their communication skills, IT skills, relevant skills, and other skills. And thus, through customer satisfaction, revenue increase, and other reasons can increase the overall organisational performance of the organisation as a whole.
The last research objective has found out the ways through which the current HRD practices of Primark can be improved and developed. Increasing the training and development module through incorporating the AI based training modules, increasing the employee’s participation in the training, and other steps can increase the current shabby HRD practices of Primark which is expected to increase the overall productivity, confidence, and performance of Primark to a great extent (Neuman, 2014).
There were several limitations to this research project that shortened the possibility of outcomes that the research project has once possessed. The limitation of time, and required resources were present since this is an academic research. On the other hand, there were limitations to select a larger sample size due to the restrictions to the locations and employees of the organisations (Bryman, 2016). 
The future researchers can shed more lights on the detailed HRD practices, and their impact on the overall economy in terms of retail purchases, and consumer behaviour. The future researcher can consider a larger sample size and increase the presence of sample across national boundary. Thus, the research can achieve greater perspectives. 
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[bookmark: _Toc131199801]Appendix (A): Survey Questionnaire 
	This is for an academic research titled “HRD Practices and their impact of Talent Management- A case study on Primark. Your honest answer is expected. 
Section 1: Demographics 
1. What is your gender?
	Male
	45

	Female
	40

	Other
	15



2. What is your age group?
	18-24
	25

	25-34
	20

	35-44
	25

	45-54
	20

	55+
	10



3. What is your work experience? 
	Less than 1 year
	35

	1-3 years
	20

	4-6 years
	15

	7-10 years
	15

	More than 10 years
	15


Section 02: HRD practices of Primark 
4. How frequently does your organization conduct training programs for employees?
	Rarely
	10

	Occasionally
	65

	Regularly
	15

	Very frequently
	10



5.  How effective do you think the training programs conducted by your organization are?
	Not effective
	5

	Slightly effective
	25

	Moderately effective
	55

	Highly effective
	15



6. Does your organization have a mentoring or coaching program for employees?
	Yes
	25

	No
	75


7. How effective do you think the mentoring or coaching program in your organization is?
	Not effective
	20

	Slightly effective
	45

	Moderately effective
	25

	Highly effective
	10


8. Does Primark have a succession planning in place?
	Yes
	72

	No
	28


Section 03: Perception of employees
9. How well do you think your organization manages talent?
	Poorly
	20

	Fairly well
	45

	Moderately well
	25

	Extremely well
	10


10. How much do you agree with the statement: "HRD practices have a positive impact on talent management."
	Strongly disagree
	10

	Disagree
	15

	Neither agree nor disagree
	10

	Agree
	15

	Strongly agree
	50


11. Overall, how satisfied are you with the HRD practices in your organization?
	Very dissatisfied
	20

	Slightly dissatisfied
	15

	Neither satisfied nor dissatisfied
	15

	Slightly satisfied
	45

	Very satisfied
	5


12. How likely are you to recommend your organization as a good place to work?
	Very unlikely
	20

	Slightly unlikely
	40

	Neither likely nor unlikely
	20

	Slightly likely
	15

	Very likely 
	5


 Section 04: HRD practices and employee performance at Primark 
13. Do you think HRD has relationship with your satisfaction?
	Yes
	85

	No
	15


14. How HRD is related to productivity?
	Increasing Skills 
	10

	Office management 
	20

	Communication skill
	35

	IT skills
	10

	Relevant skills
	25


15. How HRD can improve organisational performance?
	Revenue
	15

	Customer satisfaction 
	35

	Cost management 
	10

	Stress management
	25

	Efficiency
	15


Section 05: Improve strategies
16. How current HRD can be improved?
	AI based training
	35

	Customised motivation 
	15

	Recognition 
	25

	Accurate performance appraisal
	15

	Increasing retention ratio
	10
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Email: info.london@uwtsd.ac.uk 
            londonstudentservice@uwtsd.ac.uk 
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	Rhif Adnabod Cyfranogwr: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
PARTICIPATION CONSENT FORM

	Teitl Y Prosiect: / Project Title: HRD Practices and their impact of Talent Management- A case study on Primark

	Enw'r Ymchwilydd / Name of Researcher: Mustafa Mustafa



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

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

	
X

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

	
X

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

	
X

	5
	I agree to take part in the above study.

	
X

	Name of Participant

	Joe Teebay
	Signature

	Researcher

	Mustafa Mustafa
	Signature




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

NAME & ADDRESS OF RESEARCHER

University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@uwtsd.ac.uk
         : londonstudentservice@uwtsd.ac.uk 





 Participant Information Sheet University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@tsd.ac.uk 
            londonstudentservice@tsd.ac.uk 
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	Rhif Adnabod Cyfranogwr: 
Participant Identification Number:
	1920425

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
SAMPLE PARTICIPANT INFORMATION SHEET


	Teitl Y Prosiect: / Project Title: 
HRD Practices and their impact of Talent Management- A case study on Primark



Dear Sir/Madam, 

My name is Mustafa Mustafa and I am a Bachelor student in the School of Business, Finance and Management (London Campus), Faculty of Business and Management in University of Wales Trinity Saint David, United Kingdom. At present, I am conducting a research on HRD Practices in Primark. The purpose of this research is to analyse how efficient are the HRD Practices in Primark for the talent management, and can they be improved?

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

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

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

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

NAME & ADDRESS OF RESEARCHER

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

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:
	Mustafa Mustafa

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

	
	Undergraduate Student
	☒	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	University of Wales Trinity Saint David

	4
	Campus:
	Winchester House,11 Cranmer Road, London
SW9 6EJ


	5
	E-mail address:
	1920425@student.uwtsd.ac.uk


	6
	Contact Telephone Number:
	359879216083


	
	For students:

	7
	Student Number:
	1920425

	8
	Programme of Study:
	Business & Management

	9
	Director of Studies/Supervisor:
	Mohammad Chowdhury






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)

	☐	



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:
	HRD Practices and their impact of Talent Management-A case study on Primark

	2
	Proposed start date:
	
	Proposed end date:
	

	
	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
Analysing the practices and their impact of the Talent Management in the company named Primark.


(this box should expand as you type)

	4
	Research Question
What are mostly used HRD practices in the company Primark and how effective they are?
What would be the impact of the Talent Management?
Can HRD Practices be improved and developed?



(this box should expand as you type)

	5
	Aims of Research Activity
Analysing HRD practices in Primark, and how they can be improved?

(this box should expand as you type)

	6
	Objectives of Research Activity
To evaluate the HRD practices and its significance in the company.
To analyze the ways to improve HRD Practices.
To determine the efficiency of the HRD Practices.


(this box should expand as you type)

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

	7
	The research will be qualitative, quantitative, or a combination of the two. Information must be gathered for a cross-sectional representative sample of all the different conceivable situations. It may be use primary and secondary data collection. The method of analysing the data that was gathered includes doing content analysis on the theoretical questions that are connected to the research as well as the primary one. The survey was carried out so that the preliminary data could be collected.
Analysing the data obtained includes a content analysis of the theoretical concerns relevant to the study, particularly the most important ones. Secondary data is information that has been gathered from other sources, such as past research and studies. In order to get the preliminary statistics, a survey was carried out. The information may be organised into tables and compared graphically to identify trends and patterns.


(this box should expand as you type)

	

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

	8
	London,UK

(this box should expand as you type)

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

	9
	


(this box should expand as you type)



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

	NO
	☒

	
	
	YES
	☐

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



(this box should expand as you type)



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

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☐
	☒

	16
	A Wales of cohesive communities
	☐
	☒

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

	18
	A globally responsible Wales
	☐
	☒

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

	
	


(this box should expand as you type)



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

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

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

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

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

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

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

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

	15
	Working with live vertebrate animals?
	☐
	☒

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

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

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


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

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

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

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☐

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

	3
	Vulnerable adults?
	☐
	☒

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

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

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

	8
	People engaged in illegal activities?
	☐
	☒

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

	☐
	☒

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



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

	10
	How many participants are expected?

	
100

(this box should expand as you type)

	11
	Who will the participants be?

	
The employees of Primark

(this box should expand as you type)

	12
	How will you identify the participants?
	
Survey Questionnaire

(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

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

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

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

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

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

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

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

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

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

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

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

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

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

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

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	
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: No risk existing!


(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:
No risk existing!


(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:
No risk existing!


(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:
No risk existing!




(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.
	☐
	X☐

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

	2
	


(this box should expand as you type)

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

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

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

	4
	


(this box should expand as you type)



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

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

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☐

	8
	Home or other personal computers?
	☐
	☒

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

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

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

	
	

(this box should expand as you type)



	
	Data Protection

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

	13
	Electronic transfer of data in any form?
	☐
	☒

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

	15
	Sharing of data with other organisations?
	☐
	☒

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

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

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

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

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

	
	


(this box should expand as you type)

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

	
	


(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:

	
	


(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.  

	
	


(this box should expand as you type)

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

	
	


(this box should expand as you type)

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

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





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

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

	1
	Signature of applicant:
	Mustafa Mustafa
	Date:
06/05/2023



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

	3
	Signature:
	

	



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

	5
	Signature:
	

	



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

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

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

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

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

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

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



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

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



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