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[bookmark: _Toc817899376]Chapter 1: Introduction
[bookmark: _Toc1224575464]1.1 Background of the Study
Increasingly, in today's highly competitive, globally connected world of business; firms have come to understand that their employees represent some of the most valuable resources they possess. For many firms, the level of success they achieve will be directly impacted upon by their ability to identify, hire, develop, and retain qualified, and motivated individuals who can assist in achieving strategic objectives. Therefore, staff recruitment management has evolved into a central function of Human Resource Management (HRM) and is no longer simply a clerical or administrative process. 
[bookmark: _Int_sSYjbsgl]Staff Recruitment Management enables firms to employ the right candidates for each open job opening at the appropriate time. In particular, this is significant for companies in industries which rely on innovation and technological advancements, where knowledge, creativity, and flexibility/ adaptability represent a substantial portion of organizational performance. Conversely, poor recruitment decisions may lead to excessive employee turnover rates, decreased employee productivity levels, and greater operational costs, while successful recruitment processes may enhance long-term organizational viability. 
PlayStation is an internationally recognized organization in the gaming and technology industries, part of Sony Interactive Entertainment. PlayStation develops gaming console systems, software, and other digital products/services. Because of the rapidly changing and creative nature of the gaming industry, PlayStation requires many talented workers such as software developers, engineers, designers, project managers, and marketing specialists. Effective staff recruitment management is necessary for PlayStation to remain competitive and continue to produce new innovations in the future. 
The gaming industry is characterized by very rapid technological changes, intense global competition, and customer expectations which increase demand for organizations to continually recruit and attract talented workers who are able to meet the evolving needs of the industry. As a result, staff recruitment management is strategically positioned to help PlayStation reach their organizational goals and maintain their position in the market.

[bookmark: _Toc1706473082]1.2 Problem Statement
Despite the recognised importance of staff recruitment management, many organisations continue to face significant challenges in attracting and selecting suitable candidates. In technology-driven industries, these challenges are often intensified due to skills shortages, competition for talent, and rapidly changing job requirements.
PlayStation operates in a highly competitive global labour market where it must compete with other major technology companies for skilled employees. This competition places increased pressure on recruitment processes to be efficient, effective, and capable of identifying candidates who not only possess the required technical skills but also align with the organisation’s culture and values.
Although recruitment management is widely discussed in academic literature, there is limited organisation-specific research focusing on recruitment practices within the gaming industry. In particular, there is a lack of detailed research examining how large gaming organisations such as PlayStation manage their recruitment processes and respond to recruitment challenges. This gap in knowledge makes it difficult to fully understand how recruitment management supports organisational performance within this specific industry context.
Therefore, the main problem addressed in this study is the limited understanding of staff recruitment management practices at PlayStation and how effective these practices are in supporting organisational objectives in a competitive and rapidly changing industry.

[bookmark: _Toc801107131]1.3 Research Aim and Objectives
The aim of this research is to examine staff recruitment management at PlayStation and evaluate the effectiveness of its recruitment practices in supporting organisational performance.
To achieve this aim, the study sets out the following objectives:
· To explore the concept and importance of staff recruitment management within organisations
· To review relevant academic literature related to recruitment and selection practices
· To analyse the recruitment management practices used by PlayStation
· To identify key challenges associated with staff recruitment at PlayStation
· To evaluate the effectiveness of PlayStation’s recruitment management practices
· To provide recommendations for improving recruitment management at PlayStation
These objectives provide a clear framework for the study and guide the research process.

[bookmark: _Toc1363373864]1.4 Research Questions
To address the research, aim and objectives, the following research questions are proposed:
1. What are the key theories and concepts related to staff recruitment management?
2. How is staff recruitment managed at PlayStation?
3. What challenges does PlayStation face in recruiting suitable employees?
4. How effective are PlayStation’s recruitment management practices in meeting organisational needs?
5. How can staff recruitment management at PlayStation be improved?
These research questions help to focus the study and ensure that the research remains aligned with its overall aim.

[bookmark: _Toc717350215]1.5 Significance of the Study
This study is significant from both academic and practical perspectives. From an academic viewpoint, the research contributes to the existing body of knowledge on recruitment management by providing an organisation-specific case study within the gaming industry. Much of the existing literature focuses on general recruitment practices or traditional industries, while limited attention has been given to recruitment management within gaming organisations.
By focusing on PlayStation, this study helps to address this gap and provides insights into how recruitment management is applied in a real-world, technology-driven organisation. The findings may also support future research into recruitment practices within similar industries.
From a practical perspective, the study may be valuable for human resource managers, business leaders, and organisations operating in competitive labour markets. The findings and recommendations may help organisations improve their recruitment strategies, enhance candidate attraction, and respond more effectively to recruitment challenges such as skills shortages and competition for talent.

[bookmark: _Toc1151658299]1.6 Scope of the Study
The scope of this study is limited to staff recruitment management at PlayStation. The research focuses on recruitment practices rather than other human resource functions such as training, performance management, or employee retention. The study relies on secondary data sources, including academic literature, company reports, and publicly available information.
Due to time and access constraints, the study does not include primary data collection such as interviews or surveys with PlayStation employees. While this limits the depth of insight into internal recruitment practices, the use of multiple credible sources allows for a comprehensive analysis of recruitment management at PlayStation.

[bookmark: _Toc1367416968]1.7 Structure of the Dissertation
This dissertation is structured into five chapters. Chapter One introduces the study by outlining the research background, problem statement, aim, objectives, research questions, significance, and scope of the research. Chapter Two presents a review of relevant academic literature related to staff recruitment management. Chapter Three explains the research methodology adopted in this study, including the research approach and data collection methods. Chapter Four presents and discusses the research findings in relation to the literature. Finally, Chapter Five concludes the study by presenting recommendations, limitations, and suggestions for future research.

[bookmark: _Toc679710268]Chapter 2: Literature Review
[bookmark: _Toc317115185]2.1 Introduction
This chapter reviews existing academic literature related to staff recruitment management. The purpose of the literature review is to establish a strong theoretical foundation for the study and to identify key concepts, models, and debates surrounding recruitment and selection practices. By analysing a range of academic sources, this chapter provides context for examining staff recruitment management at PlayStation and helps to justify the relevance of the research.
The literature review focuses on recruitment management, recruitment and selection processes, strategic human resource management, recruitment challenges in technology-driven industries, employer branding, and diversity and inclusion. The chapter also identifies gaps in existing research, particularly in relation to organisation-specific studies within the gaming industry.

[bookmark: _Toc1609548330]2.2 Concept of Staff Recruitment Management
Staff recruitment management refers to the systematic process through which organisations attract, identify, and select suitable candidates to fill job vacancies. It includes activities such as workforce planning, job analysis, advertising vacancies, screening applications, conducting interviews, and making final hiring decisions. Recruitment management plays a central role in shaping the quality of an organisation’s workforce and directly influences organisational performance (Bratton and Gold, 2017).
Recruitment is increasingly viewed as a strategic activity rather than a purely administrative function. Torrington et al. (2020) argue that effective recruitment management contributes to employee commitment, reduced turnover, and long-term organisational success. Conversely, poor recruitment decisions can result in skills mismatches, low employee morale, and increased recruitment and training costs.
In modern organisations, recruitment management must also respond to external pressures such as labour market conditions, technological developments, and changing employee expectations. These factors make recruitment a complex and dynamic process, particularly in competitive industries such as gaming and technology.

[bookmark: _Toc74809935]2.3 Recruitment and Selection Process
The recruitment and selection process is commonly described as a series of structured stages designed to ensure that the most suitable candidates are appointed. These stages typically begin with job analysis and job description development, followed by candidate attraction, application screening, interviews, assessments, and final selection decisions (Pilbeam and Corbridge, 2010).
Job analysis is a critical first step, as it involves identifying the skills, knowledge, and competencies required for a specific role. Clear job descriptions and person specifications help organisations attract candidates who are more likely to meet role requirements. Breaugh (2013) suggests that well-defined recruitment criteria improve hiring quality and reduce the risk of appointing unsuitable candidates.
Selection methods vary depending on organisational needs and job roles. Interviews remain one of the most commonly used selection tools; however, organisations increasingly use additional methods such as psychometric testing, assessment centres, and work-based tasks. Structured selection methods are generally considered more reliable and valid than unstructured approaches, as they reduce bias and improve decision-making consistency.
In technology and creative industries, recruitment and selection processes often need to assess both technical skills and creative or behavioural attributes. This makes recruitment more complex and increases the importance of effective recruitment management systems.

[bookmark: _Toc2014599116]2.4 Strategic Human Resource Management and Recruitment
Recruitment management is a key component of strategic human resource management (SHRM). SHRM focuses on aligning human resource practices with organisational strategy in order to achieve competitive advantage. From this perspective, recruitment is viewed as a long-term investment rather than a short-term operational activity (Boxall and Purcell, 2016).
Strategic recruitment involves planning workforce needs based on organisational goals and future skill requirements. This approach allows organisations to build a workforce capable of supporting innovation, growth, and adaptability. In industries characterised by rapid technological change, such as gaming, strategic recruitment is particularly important.
Boxall and Purcell (2016) argue that recruitment decisions directly influence organisational capability, as employees bring skills, knowledge, and behaviours that shape organisational performance. Effective recruitment management therefore supports not only operational efficiency but also long-term strategic objectives.

[bookmark: _Toc1387282375]2.5 Recruitment in Technology and Gaming Industries
The technology and gaming industries present unique recruitment challenges due to their fast-paced and innovation-driven nature. Organisations operating in these industries often require highly specialised skills, such as software development, game design, artificial intelligence, and digital marketing. As a result, competition for skilled professionals is intense (Cappelli, 2015).
The global nature of the gaming industry further increases recruitment complexity. Organisations such as PlayStation recruit talent from international labour markets, which introduces challenges related to cultural differences, legal requirements, and global mobility. Additionally, rapid technological change means that skill requirements can evolve quickly, making workforce planning more difficult.
Research suggests that organisations in creative industries must adopt flexible and adaptive recruitment strategies to remain competitive. Failure to attract skilled talent can limit innovation and negatively affect organisational performance.

[bookmark: _Toc1805203589]2.6 Employer Branding and Recruitment
Employer branding has become an increasingly important aspect of recruitment management. Employer branding refers to how an organisation presents itself as an employer and how it is perceived by potential candidates. A strong employer brand can positively influence applicant attraction and increase the likelihood of attracting high-quality candidates (Backhaus and Tikoo, 2004).
In competitive labour markets, employer branding helps organisations differentiate themselves from competitors. Factors such as organisational culture, career development opportunities, work-life balance, and corporate values all contribute to employer brand perception.
For organisations like PlayStation, employer branding is particularly important due to competition from other technology and entertainment companies. Promoting innovation, creativity, and inclusive workplace culture may enhance PlayStation’s ability to attract skilled professionals who align with organisational values.

[bookmark: _Toc727005372]2.7 Digital Recruitment and E-Recruitment
Digital recruitment, also known as e-recruitment, involves the use of online technologies to support recruitment activities. This includes organisation websites, online job boards, and professional networking platforms such as LinkedIn. Digital recruitment has become increasingly popular due to its ability to reach large audiences quickly and cost-effectively.
According to Breaugh (2013), digital recruitment improves recruitment efficiency and supports employer branding by allowing organisations to communicate directly with potential candidates. However, reliance on digital recruitment may also create challenges, such as information overload and reduced personal interaction.
In the gaming industry, digital recruitment is particularly relevant due to the global nature of the workforce and the digital skills of potential candidates. However, organisations must ensure that digital recruitment practices remain inclusive and accessible.

[bookmark: _Toc801252773]2.8 Diversity and Inclusion in Recruitment
Diversity and inclusion are now widely recognised as important elements of effective recruitment management. A diverse workforce is associated with improved creativity, innovation, and decision-making, particularly in creative industries (Shen et al., 2009).
Inclusive recruitment practices aim to ensure fairness and equal opportunity throughout the recruitment process. This may involve reviewing job advertisements, selection criteria, and interview processes to minimise discrimination and unconscious bias. Organisations are increasingly expected to demonstrate commitment to diversity as part of corporate social responsibility.
Despite growing awareness, achieving diversity through recruitment remains challenging. Structural barriers, labour market inequalities, and informal recruitment practices can limit diversity outcomes. These challenges are particularly relevant in industries where certain demographic groups are underrepresented.

[bookmark: _Toc1413644468]2.9 Challenges in Recruitment Management
Recruitment management is influenced by a range of internal and external challenges. Skills shortages, competition for talent, and changing workforce expectations are among the most significant challenges identified in the literature (Cappelli, 2015).
Internal challenges may include limited recruitment resources, inefficient processes, and lack of strategic planning. External challenges include labour market conditions, economic uncertainty, and technological change. These challenges require organisations to continuously adapt their recruitment strategies.
For global organisations such as PlayStation, recruitment challenges are further intensified by the need to manage recruitment across different regions and labour markets.

[bookmark: _Toc1939922480]2.10 Research Gap
Although recruitment management has been widely discussed in academic literature, there is limited research focusing specifically on recruitment practices within the gaming industry. Many studies adopt a general approach to recruitment without examining how recruitment is managed within individual organisations.
In particular, there is a lack of organisation-specific case studies exploring recruitment management within large gaming companies such as PlayStation. This gap in the literature supports the need for this research, which aims to examine staff recruitment management at PlayStation within a real-world organisational context.

[bookmark: _Toc1721893241]2.11 Summary of the Chapter
This chapter has reviewed key literature related to staff recruitment management, recruitment and selection processes, strategic human resource management, employer branding, digital recruitment, diversity and inclusion, and recruitment challenges. The review highlights the strategic importance of recruitment management and the complexity of recruiting within technology-driven and creative industries.
The next chapter will outline the research methodology used in this study.
[bookmark: _Toc1785822540]2.12 Theoretical Models of Recruitment and Selection
Several theoretical models have been developed to explain how recruitment and selection should be managed within organisations. One commonly referenced model is the person–job fit model, which suggests that recruitment decisions should focus on matching individual skills, knowledge, and abilities with job requirements. According to Kristof-Brown et al. (2005), a strong person–job fit can improve employee performance and reduce turnover.
However, critics argue that focusing solely on person–job fit may limit organisational diversity and adaptability. As a result, many organisations now also consider person–organisation fit, which refers to the alignment between individual values and organisational culture. This approach is particularly relevant in creative industries such as gaming, where teamwork, innovation, and shared values play a significant role in performance.
For PlayStation, balancing technical competence with cultural fit is likely to be a key recruitment challenge. While technical skills are essential, creativity and alignment with organisational culture may also influence long-term success within the organisation.

[bookmark: _Toc381024505]2.13 Competency-Based Recruitment
Competency-based recruitment focuses on identifying specific competencies required for effective job performance. These competencies may include technical skills, communication abilities, problem-solving skills, and teamwork. Competency frameworks are often used to structure job descriptions, interviews, and assessment methods.
According to Woodruffe (2000), competency-based recruitment improves transparency and consistency in hiring decisions by clearly defining selection criteria. This approach also supports fairness and reduces subjectivity in recruitment processes.
In technology and gaming organisations, competency-based recruitment is particularly useful due to the complexity of roles and the need to assess both technical and behavioural competencies. PlayStation is likely to rely on competency-based methods to assess candidates’ ability to work in collaborative and innovative environments.

[bookmark: _Toc143673615]2.14 Psychological Contract and Recruitment
The concept of the psychological contract refers to the unwritten expectations between employees and employers. Recruitment plays a crucial role in shaping these expectations, as candidates form perceptions about the organisation during the recruitment process (Rousseau, 1995).
If recruitment messages accurately reflect organisational culture and job realities, employees are more likely to experience job satisfaction and commitment. However, unrealistic or misleading recruitment practices can lead to unmet expectations, dissatisfaction, and early turnover.
In the context of PlayStation, managing the psychological contract is important due to high performance expectations and demanding project deadlines common in the gaming industry. Recruitment practices that provide realistic job previews may help manage expectations and improve employee retention.

[bookmark: _Toc1216408941]2.15 Candidate Experience in Recruitment
Candidate experience refers to how applicants perceive and experience the recruitment process. Research suggests that positive candidate experiences can enhance employer reputation and increase the likelihood that candidates accept job offers (Chapman et al., 2005).
Factors influencing candidate experience include communication quality, transparency, recruitment speed, and feedback. Poor candidate experiences may discourage talented applicants and damage employer branding.
For global organisations like PlayStation, managing candidate experience across different regions and recruitment platforms presents additional challenges. Ensuring consistency and fairness in recruitment processes is therefore essential for maintaining a positive employer image.

[bookmark: _Toc538670742]2.16 Ethical Issues in Recruitment
Ethics play an important role in recruitment management. Ethical recruitment practices involve fairness, transparency, confidentiality, and compliance with employment laws. Organisations are expected to ensure that recruitment decisions are free from discrimination and bias.
Unethical recruitment practices, such as favouritism or misleading job advertisements, can damage organisational reputation and lead to legal consequences. According to Torrington et al. (2020), ethical recruitment supports trust between employers and potential employees and contributes to organisational legitimacy.
In global organisations such as PlayStation, ethical recruitment is particularly important due to varying legal frameworks and cultural expectations across countries. Ensuring ethical consistency across international recruitment operations remains a significant challenge.

[bookmark: _Toc1990578841]2.17 Talent Management and Recruitment
Recruitment is closely linked to broader talent management strategies. Talent management focuses on attracting, developing, and retaining high-potential employees who can support organisational objectives. Recruitment serves as the entry point to talent pipelines within organisations.
Cappelli (2015) argues that organisations should integrate recruitment with long-term talent planning rather than relying solely on external hiring. This approach allows organisations to develop internal talent and reduce dependency on competitive external labour markets.
For PlayStation, integrating recruitment with talent development may help address skills shortages and support succession planning within key technical and creative roles.



[bookmark: _Toc655130379]Chapter 3: Methodology
[bookmark: _Toc259144318]3.1 Introduction
This chapter outlines the research methodology adopted for this study on staff recruitment management at PlayStation. The purpose of the methodology chapter is to explain how the research was conducted, justify the chosen research approach and methods, and demonstrate that the study was carried out in a systematic and ethical manner. The chapter discusses the research philosophy, research approach, research design, data collection methods, data analysis techniques, and ethical considerations.

[bookmark: _Toc1318891861]3.2 Research Philosophy
Research philosophy refers to the set of beliefs and assumptions that guide how research is conducted and how knowledge is developed. Common research philosophies include positivism, interpretivism, and pragmatism. This study adopts an interpretivist research philosophy.
Interpretivism focuses on understanding social phenomena by exploring the meanings and interpretations individuals attach to them (Saunders et al., 2019). Since this research aims to explore staff recruitment management practices at PlayStation and understand how these practices are perceived and implemented, an interpretivist approach is considered appropriate. Recruitment management involves human behaviour, organisational culture, and managerial decision-making, which are best understood through interpretation rather than purely numerical measurement.

[bookmark: _Toc181128872]3.3 Research Approach
The research approach describes how theory relates to the research process. The two main approaches are deductive and inductive. This study adopts an inductive research approach.
An inductive approach involves collecting data first and then developing conclusions or insights based on the findings (Bryman, 2016). This approach is suitable for this research as it allows the study to explore recruitment management practices at PlayStation without testing a specific hypothesis. Instead, patterns and themes are identified from the data and linked back to existing literature discussed in Chapter Two.

[bookmark: _Toc1917649723]3.4 Research Design
The research design outlines the overall strategy used to answer the research questions. This study uses a qualitative case study design, focusing on PlayStation as a single organisation.
A case study approach allows for an in-depth examination of a specific organisation within its real-life context (Yin, 2018). This design is appropriate because it enables the researcher to explore recruitment management practices at PlayStation in detail, rather than making broad generalisations across multiple organisations. The case study approach also supports the use of qualitative data to gain deeper insights into recruitment processes, challenges, and organisational practices.

[bookmark: _Toc870939834]3.5 Data Collection Methods
This study relies on secondary data sources. Secondary data refers to data that has already been collected by other researchers or organisations. The data used in this research includes academic journals, textbooks, company reports, official PlayStation and Sony Interactive Entertainment websites, and credible online publications.
Using secondary data is appropriate for this study due to time constraints and limited access to internal organisational data. It also allows the research to draw on a wide range of existing sources to analyse recruitment management practices at PlayStation. According to Saunders et al. (2019), secondary data can provide valuable insights when primary data collection is not feasible.

[bookmark: _Toc2068621166]3.6 Data Analysis Techniques
The data collected for this study was analysed using thematic analysis. Thematic analysis involves identifying, analysing, and interpreting patterns or themes within qualitative data (Braun and Clarke, 2006).
Relevant information related to recruitment management was reviewed and grouped into key themes, such as recruitment processes, strategic alignment, recruitment challenges, and diversity considerations. These themes were then compared with existing literature to identify similarities, differences, and gaps. This approach allows for a structured and systematic analysis of recruitment management practices at PlayStation.

[bookmark: _Toc1853398478]3.7 Reliability and Validity
Reliability and validity are important considerations in ensuring the quality of research. Reliability refers to the consistency of the research process, while validity refers to how accurately the research findings reflect the research objectives.
To enhance reliability, this study uses well-established academic sources and follows a clear and transparent research process. Validity is supported by linking findings to existing literature and ensuring that the data analysed is relevant to the research questions. Although the use of secondary data limits direct access to internal organisational perspectives, the use of multiple credible sources helps to strengthen the validity of the findings (Bryman, 2016).

[bookmark: _Toc95916060]3.8 Ethical Considerations
Ethical considerations are an important part of the research process. As this study relies on secondary data, there are no direct ethical risks related to participants. However, ethical standards were maintained by ensuring that all sources were properly referenced and that information was used responsibly.
The research avoids plagiarism by accurately citing all academic and organisational sources. In addition, the study ensures that publicly available information about PlayStation is used appropriately and without misrepresentation.

[bookmark: _Toc2095765293]3.9 Limitations of the Methodology
Despite its strengths, the chosen methodology has certain limitations. The reliance on secondary data means that the study is limited to publicly available information and existing research. This may restrict the depth of insight into PlayStation’s internal recruitment practices.
Additionally, the use of a single case study limits the generalisability of the findings. However, the aim of this research is to gain in-depth understanding rather than to generalise across all organisations. These limitations are acknowledged and discussed further in the final chapter.


[bookmark: _Toc36484532]3.10 Summary of the Chapter
This chapter has outlined the research methodology used in this study, including the research philosophy, approach, design, data collection methods, data analysis techniques, and ethical considerations. The methodology provides a clear framework for analysing staff recruitment management at PlayStation.
The next chapter will present and discuss the research findings in relation to the literature reviewed in Chapter Two.
[bookmark: _Toc934437359]Chapter 4: Results and Discussion
[bookmark: _Toc459173127]4.1 Introduction
This chapter presents and discusses the findings of the study on staff recruitment management at PlayStation. The findings are based on the analysis of secondary data sources, including academic literature, company reports, official PlayStation and Sony Interactive Entertainment publications, and other credible online sources. As outlined in Chapter Three, a qualitative case study approach was adopted in order to gain an in-depth understanding of recruitment management practices within a global gaming organisation.
The purpose of this chapter is twofold. First, it presents key findings related to how staff recruitment is managed at PlayStation. Second, it critically discusses these findings in relation to existing literature reviewed in Chapter Two. By doing so, the chapter demonstrates how recruitment theories and models operate in practice and identifies areas of alignment, challenge, and potential improvement.

[bookmark: _Toc1406622329]4.2 Overview of Staff Recruitment Management at PlayStation
The analysis of secondary data suggests that PlayStation adopts a structured and strategically driven approach to staff recruitment management. Recruitment activities are closely aligned with the organisation’s broader strategic objectives, particularly those related to innovation, creativity, and technological advancement. This supports the strategic human resource management perspective discussed by Boxall and Purcell (2016), who argue that recruitment decisions directly influence organisational capability.
PlayStation recruits across a wide range of roles, including software engineering, game development, user experience design, data analysis, marketing, and managerial positions. Due to the technical and creative nature of these roles, recruitment management places strong emphasis on identifying candidates with specialised skills as well as the ability to work collaboratively in dynamic project-based environments.
These findings highlight that recruitment at PlayStation is not treated as a short-term operational activity but as a strategic function that supports long-term organisational success.

[bookmark: _Toc1089112978]4.3 Workforce Planning and Recruitment Strategy
One of the key findings relates to workforce planning and its role in recruitment management at PlayStation. Workforce planning involves anticipating future staffing needs based on organisational goals, technological developments, and market conditions. Evidence suggests that PlayStation engages in forward-looking recruitment planning to support product development cycles and technological innovation.
This aligns with Torrington et al. (2020), who argue that strategic recruitment planning enables organisations to respond more effectively to changes in external environments. In the gaming industry, where product development timelines are long and skill requirements evolve rapidly, effective workforce planning is particularly important.
However, the findings also indicate that external labour market conditions, such as skills shortages in software engineering and digital design, can limit the effectiveness of recruitment planning. This reflects Cappelli’s (2015) argument that even well-planned recruitment strategies are constrained by external talent availability.

[bookmark: _Toc1049411113]4.4 Recruitment Channels and Talent Attraction
The findings show that PlayStation makes extensive use of digital recruitment channels to attract talent. These include the organisation’s official careers website, online job boards, and professional networking platforms such as LinkedIn. These platforms allow PlayStation to reach a global talent pool and promote its employer brand.
This finding supports Breaugh’s (2013) view that digital recruitment methods improve recruitment efficiency and expand candidate reach. PlayStation’s online presence also highlights organisational values such as creativity, innovation, and inclusion, which may positively influence applicant attraction.
However, the findings also suggest potential limitations associated with heavy reliance on digital recruitment. While digital platforms are effective for reaching highly skilled professionals, they may unintentionally exclude candidates from underrepresented groups or those with limited access to professional networks. This supports concerns raised in the literature regarding inclusivity in digital recruitment practices.

[bookmark: _Toc758877118]4.5 Employer Branding and Organisational Image
Employer branding emerged as a significant theme in the findings. PlayStation actively promotes itself as an innovative and creative employer, emphasising opportunities to work on globally recognised products and cutting-edge technologies. This aligns with Backhaus and Tikoo’s (2004) argument that a strong employer brand enhances applicant attraction.
The findings suggest that PlayStation’s employer brand is particularly appealing to individuals seeking creative and technically challenging roles. This may provide the organisation with a competitive advantage in attracting passionate and motivated candidates.
However, the literature also suggests that employer branding must accurately reflect organisational realities. Unrealistic recruitment messaging may lead to unmet expectations and dissatisfaction. This highlights the importance of managing the psychological contract during recruitment, as discussed by Rousseau (1995).

[bookmark: _Toc1700733413]4.6 Selection Methods and Assessment Practices
The analysis indicates that PlayStation uses multi-stage selection processes to assess candidates. These typically include application screening, interviews, and role-specific assessments such as technical tasks or portfolio reviews. This approach reflects competency-based recruitment practices discussed by Woodruffe (2000).
Structured selection methods are generally considered more reliable and valid than unstructured approaches, as they reduce bias and improve decision-making consistency. In the context of PlayStation, structured assessments allow recruiters to evaluate both technical competence and behavioural attributes.
However, the findings also suggest that complex selection processes may increase time-to-hire and place pressure on candidates. Cappelli (2015) notes that lengthy recruitment processes can discourage high-quality applicants who receive multiple job offers. This highlights a potential trade-off between assessment quality and recruitment efficiency.

[bookmark: _Toc487919952]4.7 Person–Job Fit and Person–Organisation Fit
The findings suggest that recruitment decisions at PlayStation consider both person–job fit and person–organisation fit. Technical competence is essential, particularly for roles related to software development and game design. However, cultural alignment and the ability to work in collaborative environments are also emphasised.
This reflects Kristof-Brown et al.’s (2005) argument that considering both forms of fit can improve employee performance and retention. In creative industries, where teamwork and innovation are critical, person–organisation fit may be particularly important.
However, excessive focus on cultural fit may risk limiting diversity if not managed carefully. This supports existing literature that warns against overemphasis on similarity during recruitment.

[bookmark: _Toc825104335]4.8 Diversity and Inclusion in Recruitment
Diversity and inclusion were identified as important priorities within PlayStation’s recruitment practices. Publicly available information indicates that the organisation is committed to promoting equal opportunities and inclusive recruitment.
This aligns with Shen et al. (2009), who argue that diverse workforces enhance creativity and innovation. In the gaming industry, diversity may also contribute to the development of products that appeal to global audiences.
Despite this commitment, the findings suggest that achieving diversity in practice remains challenging. Skills shortages and competition for talent may limit the organisation’s ability to attract diverse candidates. This highlights the gap between organisational intentions and recruitment outcomes identified in existing research.

[bookmark: _Toc287711702]4.9 Candidate Experience and Recruitment Communication
Candidate experience emerged as a key factor influencing recruitment effectiveness. Transparent communication, timely feedback, and clarity regarding recruitment stages were identified as important elements of positive candidate experience.
Chapman et al. (2005) suggest that positive candidate experiences improve organisational reputation and increase offer acceptance rates. For PlayStation, managing candidate experience is particularly important due to high competition for skilled professionals.
However, maintaining consistent candidate experience across global recruitment operations presents challenges. Differences in recruitment practices across regions may lead to inconsistent experiences, highlighting the need for standardised recruitment frameworks.

[bookmark: _Toc1054390932]4.10 Recruitment Challenges Facing PlayStation
Several recruitment challenges were identified through the analysis. One major challenge is the global shortage of skilled professionals in technology-related roles. This limits the pool of suitable candidates and increases competition among employers.
Another challenge relates to competition from other technology firms offering attractive compensation and flexible working arrangements. Cappelli (2015) argues that such competition places pressure on organisations to continuously improve recruitment strategies.
Additionally, rapid technological change means that skill requirements evolve quickly, making recruitment planning more complex. These challenges highlight the need for flexible and adaptive recruitment management practices.

[bookmark: _Toc2133328703]4.11 Impact of Recruitment Management on Organisational Performance
The findings suggest that effective recruitment management plays a significant role in supporting organisational performance at PlayStation. By attracting skilled and creative employees, recruitment management supports innovation, product quality, and market competitiveness.
This supports the strategic HRM perspective that recruitment decisions influence long-term organisational outcomes (Boxall and Purcell, 2016). However, the impact of recruitment management is also influenced by external labour market conditions beyond organisational control.

[bookmark: _Toc1767189925]4.12 Critical Discussion and Synthesis
Overall, the findings demonstrate that PlayStation’s recruitment management practices align closely with many recruitment theories discussed in Chapter Two. The organisation adopts strategic recruitment planning, structured selection methods, and strong employer branding.
At the same time, the study highlights ongoing challenges related to talent shortages, diversity, and recruitment efficiency. These challenges reflect broader trends in technology-driven industries and suggest that recruitment management is an evolving process rather than a fixed system.

[bookmark: _Toc910099698]4.13 Summary of the Chapter
This chapter has presented and discussed the findings of the study on staff recruitment management at PlayStation. Key themes included recruitment strategy, attraction methods, selection practices, employer branding, diversity considerations, candidate experience, and recruitment challenges.
By linking findings to existing literature, the chapter demonstrates how recruitment theories operate in practice within a global gaming organisation. The next chapter presents conclusions, recommendations, limitations, and directions for future research.

[bookmark: _Toc465554232]4.14 Recruitment Decision-Making and Managerial Involvement
An additional finding emerging from the analysis relates to the role of managerial involvement in recruitment decision-making at PlayStation. Recruitment decisions within large organisations are rarely made solely by human resource departments. Instead, line managers, technical leads, and project managers often play a significant role in defining job requirements and evaluating candidate suitability.
This aligns with Bratton and Gold (2017), who argue that shared responsibility between HR professionals and line managers improves recruitment outcomes by ensuring that selection decisions reflect operational needs. In the context of PlayStation, where roles are often highly specialised, managerial input is essential to accurately assess technical and creative capabilities.
However, increased managerial involvement may also introduce challenges. Differences in managerial expectations, time constraints, and subjective judgments can affect consistency in recruitment decisions. This highlights the importance of clear recruitment frameworks and structured assessment criteria to support fair and effective decision-making.

[bookmark: _Toc480774510]4.15 Recruitment Flexibility and Changing Skill Requirements
The findings suggest that PlayStation operates in an environment where skill requirements are constantly evolving. Advances in game development technology, artificial intelligence, and digital platforms mean that recruitment criteria must adapt quickly to remain relevant.
This supports the argument by Cappelli (2015) that traditional workforce planning models may be insufficient in rapidly changing industries. Instead, organisations must adopt flexible recruitment strategies that allow them to respond to emerging skill demands.
For PlayStation, this may involve recruiting candidates with transferable skills, such as problem-solving ability and adaptability, rather than focusing solely on specific technical expertise. This approach supports long-term employability and organisational resilience but may also complicate recruitment decision-making.

[bookmark: _Toc770506325]4.16 Internal Recruitment and Talent Mobility
Although the primary focus of this study is external recruitment, the findings also suggest that internal recruitment and talent mobility play a role in PlayStation’s recruitment management strategy. Internal recruitment involves filling vacancies by promoting or transferring existing employees.
The literature suggests that internal recruitment can improve employee motivation, reduce recruitment costs, and support talent retention (Torrington et al., 2020). In project-based industries such as gaming, internal mobility allows organisations to redeploy talent based on changing project needs.
However, excessive reliance on internal recruitment may limit the inflow of new ideas and external perspectives. This highlights the need for a balanced recruitment strategy that combines internal talent development with external hiring.

[bookmark: _Toc850594997]4.17 Recruitment Technology and Data Analytics
The analysis indicates that recruitment technology plays an increasingly important role in recruitment management at PlayStation. Applicant tracking systems, digital screening tools, and data analytics support recruitment efficiency and consistency.
Breaugh (2013) notes that recruitment technologies can improve decision-making by enabling organisations to manage large volumes of applications and identify suitable candidates more effectively. For PlayStation, technology-supported recruitment is particularly valuable given the global scale of its operations.
However, reliance on automated systems may introduce risks, such as algorithmic bias or over-standardisation. This reinforces the need for human oversight in recruitment decision-making to ensure fairness and inclusivity.

[bookmark: _Toc1022132212]4.18 Work–Life Balance and Recruitment Attractiveness
Work–life balance has emerged as an increasingly important factor influencing candidate attraction and recruitment success. The gaming industry has historically been associated with demanding workloads and tight development deadlines.
The findings suggest that PlayStation’s recruitment messaging increasingly emphasises employee wellbeing and flexible working arrangements. This aligns with Chapman et al. (2005), who argue that non-financial factors play a significant role in applicant decision-making.
Promoting work–life balance may enhance PlayStation’s employer brand and support talent attraction. However, balancing flexibility with performance expectations remains a challenge in project-driven environments.

[bookmark: _Toc597238790]4.19 Global and Cross-Cultural Recruitment Challenges
As a multinational organisation, PlayStation recruits talent across different regions and cultural contexts. The findings indicate that global recruitment introduces additional complexity related to communication, legal compliance, and cultural expectations.
Bratton and Gold (2017) highlight that global recruitment requires culturally sensitive recruitment practices to ensure fairness and effectiveness. Differences in interview styles, communication norms, and employment expectations can influence recruitment outcomes.
For PlayStation, managing consistency while allowing for local adaptation is a key recruitment challenge. Standardised recruitment frameworks may support fairness, but flexibility is needed to account for cultural differences.

[bookmark: _Toc313879487]4.20 Recruitment Outcomes and Employee Retention
The findings suggest a strong relationship between recruitment management and employee retention. Recruitment practices that accurately assess job fit and manage expectations may reduce early turnover and support long-term retention.
This supports the psychological contract theory proposed by Rousseau (1995), which suggests that unmet expectations can lead to dissatisfaction and turnover. In the context of PlayStation, where roles can be demanding, managing expectations during recruitment is particularly important.
Effective recruitment management may therefore reduce recruitment costs by minimising turnover and supporting workforce stability.

[bookmark: _Toc509360705]4.21 Comparison with Recruitment Best Practices
When compared with recruitment best practices identified in the literature, PlayStation’s recruitment management appears broadly aligned with established models. The organisation adopts structured selection processes, emphasises employer branding, and integrates recruitment with strategic objectives.
However, gaps remain between theory and practice. For example, while diversity and inclusion are emphasised in theory, achieving measurable diversity outcomes remains challenging. Similarly, while digital recruitment improves efficiency, it may also introduce inclusivity concerns.
This comparison highlights the complexity of recruitment management in practice and reinforces the need for continuous improvement.

[bookmark: _Toc388365807]4.22 Implications for Recruitment Theory
The findings of this study contribute to recruitment theory by demonstrating how recruitment models operate within a global gaming organisation. The study supports the relevance of person–job fit, strategic recruitment, and employer branding theories while also highlighting their limitations in practice.
In particular, the findings suggest that recruitment theory must account for industry-specific factors, such as rapid technological change and global competition for talent. This supports calls for more context-sensitive recruitment research.

[bookmark: _Toc51359640]4.23 Implications for Recruitment Practice
From a practical perspective, the findings highlight the importance of flexible, data-informed, and inclusive recruitment strategies. Organisations operating in competitive industries may benefit from balancing structured recruitment frameworks with adaptability and human judgment.
For PlayStation, continuous evaluation of recruitment practices may support improved talent attraction, diversity outcomes, and recruitment efficiency.

[bookmark: _Toc645115806]4.24 Extended Critical Synthesis
Taken together, the findings illustrate that staff recruitment management at PlayStation is a dynamic and strategically important function. While the organisation demonstrates alignment with many recruitment best practices, it also faces persistent challenges related to skills shortages, competition, and diversity.
This synthesis reinforces the view that recruitment management should be viewed as an evolving process that requires ongoing evaluation and adaptation rather than a fixed set of practices.

[bookmark: _Toc549719984]4.25 Revised Summary of the Chapter
This chapter has presented an in-depth analysis of staff recruitment management at PlayStation. By examining recruitment strategy, attraction methods, selection practices, diversity considerations, recruitment technology, global challenges, and recruitment outcomes, the chapter provides a comprehensive understanding of how recruitment is managed within a global gaming organisation.
The discussion highlights both strengths and limitations of PlayStation’s recruitment management practices and demonstrates how recruitment theory operates in practice. These findings provide a strong foundation for the conclusions and recommendations presented in the final chapter.
[bookmark: _Toc2072660686]4.26 Recruitment Under Industry Pressure and Project-Based Work
An additional theme emerging from the analysis relates to the project-based nature of work within the gaming industry and its implications for recruitment management at PlayStation. Game development projects typically operate under strict deadlines, long development cycles, and fluctuating staffing needs. As a result, recruitment decisions are often influenced by short-term project demands as well as long-term strategic considerations.
The literature suggests that project-based industries require more flexible recruitment approaches, including temporary contracts, cross-functional teams, and rapid onboarding processes (Bratton and Gold, 2017). In the context of PlayStation, this means recruitment management must balance speed with quality to ensure that project timelines are met without compromising talent standards.
However, recruiting under time pressure increases the risk of suboptimal hiring decisions. This highlights the importance of maintaining structured recruitment frameworks even during periods of high demand, reinforcing the strategic value of recruitment planning.

[bookmark: _Toc382750426]4.27 Innovation-Driven Recruitment and Creativity Assessment
Innovation is a core competitive factor within the gaming industry, and the findings suggest that PlayStation places strong emphasis on recruiting individuals capable of contributing to creative problem-solving and innovation. Unlike traditional industries, recruitment in gaming often requires assessing creative potential in addition to technical competence.
The literature highlights that creativity is difficult to measure using standard recruitment tools (Woodruffe, 2000). As a result, organisations increasingly rely on portfolio reviews, practical tasks, and scenario-based assessments. For PlayStation, these methods allow recruiters to evaluate candidates’ creative thinking and design capabilities more effectively.
However, assessing creativity remains subjective, which may affect consistency and fairness in recruitment decisions. This reinforces the need for clear evaluation criteria and trained assessors to support objective decision-making.

[bookmark: _Toc607062410]4.28 Recruitment Risk Management
Recruitment decisions involve significant organisational risk, particularly in highly specialised roles where poor hiring decisions can result in costly project delays or performance issues. The findings suggest that PlayStation’s structured recruitment processes aim to reduce such risks by incorporating multiple assessment stages.
Cappelli (2015) argues that recruitment risk increases when organisations face intense competition for talent and time constraints. In response, organisations may lower selection standards or rush decision-making. PlayStation’s approach appears to prioritise quality over speed, although this may increase time-to-hire.
This trade-off highlights recruitment as a risk management activity, where organisations must balance the costs of delayed hiring against the risks of poor selection decisions.

[bookmark: _Toc941981447]4.29 Employer Reputation and Industry Visibility
Beyond formal employer branding, the findings indicate that PlayStation’s industry reputation plays a significant role in recruitment outcomes. The organisation’s visibility within the gaming community and its association with high-profile products contribute to its attractiveness as an employer.
According to Backhaus and Tikoo (2004), organisational reputation can influence applicant attraction even before formal recruitment activities begin. For PlayStation, strong brand recognition may increase applicant volume and quality, reducing some recruitment challenges.
However, high visibility may also increase applicant expectations, making it more important to manage realistic job previews and recruitment communication.

[bookmark: _Toc1898097031]4.30 Recruitment and Employee Voice
The literature increasingly recognises the role of employee voice in recruitment management. Existing employees often influence recruitment outcomes through referrals, informal networks, and online employer reviews.
The findings suggest that PlayStation may benefit from positive employee advocacy, particularly within specialist gaming and technology communities. Employee referrals can improve recruitment efficiency and cultural fit (Torrington et al., 2020).
However, reliance on informal networks may also limit diversity if not carefully managed. This highlights the need to balance employee involvement with inclusive recruitment practices.

[bookmark: _Toc883828627]4.31 Recruitment, Organisational Culture, and Identity
Recruitment plays a critical role in shaping organisational culture by determining who enters the organisation. The findings suggest that PlayStation seeks to recruit individuals who align with its creative and innovation-focused culture.
Person–organisation fit theory suggests that cultural alignment improves employee engagement and performance (Kristof-Brown et al., 2005). However, excessive focus on cultural similarity may reduce diversity and reinforce dominant norms.
This creates a tension between cultural fit and inclusivity, which PlayStation must manage carefully to support both innovation and diversity objectives.

[bookmark: _Toc323903211]4.32 Recruitment Performance Measurement
Another area identified relates to how recruitment effectiveness is measured. Recruitment performance metrics may include time-to-hire, cost-per-hire, candidate quality, and retention rates.
The literature suggests that over-reliance on efficiency metrics may undermine recruitment quality (Cappelli, 2015). For PlayStation, balancing efficiency with strategic talent outcomes is particularly important due to the long-term impact of recruitment decisions.
The findings suggest that recruitment measurement should be aligned with organisational strategy rather than focusing solely on operational indicators.

[bookmark: _Toc623019354]4.33 Impact of External Shocks on Recruitment
External factors such as economic uncertainty, technological disruption, and global events can significantly affect recruitment management. The gaming industry has experienced fluctuations in demand and working practices, including increased remote work.
The findings suggest that PlayStation’s recruitment practices have adapted to changing external conditions by increasing digital recruitment and remote hiring practices. This reflects broader trends in recruitment management and highlights organisational adaptability.
However, remote recruitment may also introduce challenges related to onboarding, team integration, and performance management.

[bookmark: _Toc505931020]4.34 Integration of Recruitment with Employer Sustainability
Sustainable HRM emphasises long-term workforce wellbeing, ethical practices, and organisational resilience. Recruitment plays a key role in supporting sustainable HRM by attracting employees who can contribute to long-term organisational goals.
The findings suggest that PlayStation’s recruitment messaging increasingly highlights wellbeing, inclusion, and career development. This aligns with sustainability-focused recruitment approaches discussed in contemporary HRM literature.
However, sustainability objectives must be supported by consistent organisational practices to maintain credibility and trust.

[bookmark: _Toc1252483974]4.35 Extended Theoretical Reflection
From a theoretical perspective, the findings reinforce the relevance of strategic recruitment, person–job fit, and employer branding theories. At the same time, they reveal limitations in applying these theories in highly competitive, innovation-driven industries.
The study suggests that recruitment theory should place greater emphasis on flexibility, risk management, and industry-specific contexts. This supports calls for more dynamic recruitment models that reflect real-world organisational complexity.

[bookmark: _Toc918571391]4.36 Final Critical Integration
Overall, the expanded analysis demonstrates that staff recruitment management at PlayStation is shaped by a complex interaction of strategic objectives, industry pressures, labour market conditions, and organisational culture. While recruitment practices align with many theoretical models, practical constraints require continuous adaptation.
This reinforces the view that effective recruitment management is an ongoing strategic process rather than a fixed system.

[bookmark: _Toc1044348300]4.37 Final Extended Summary of the Chapter
This chapter has provided an extensive analysis of staff recruitment management at PlayStation. It examined recruitment strategy, workforce planning, attraction methods, employer branding, selection practices, diversity and inclusion, recruitment technology, global challenges, risk management, and sustainability considerations.
The discussion demonstrated strong alignment between recruitment theory and practice while highlighting persistent challenges faced by global gaming organisations. These findings provide a robust foundation for the recommendations and conclusions presented in the final chapter.

[bookmark: _Toc77759548]4.38 Recruitment Adaptability and Long-Term Workforce Resilience
An additional finding emerging from the analysis relates to the importance of recruitment adaptability in supporting long-term workforce resilience at PlayStation. In highly competitive and innovation-driven industries such as gaming, organisations must not only recruit for immediate skill needs but also consider how recruitment decisions contribute to long-term organisational sustainability.
The findings suggest that PlayStation’s recruitment management increasingly values candidates who demonstrate adaptability, continuous learning ability, and cross-functional skills. This reflects broader trends in human resource management, where organisations seek employees capable of responding to technological change and shifting organisational priorities. Recruiting adaptable employees may reduce future recruitment pressures by enabling internal skill development and role flexibility.
From a theoretical perspective, this supports strategic human resource management arguments that recruitment should focus on long-term capability building rather than short-term vacancy filling (Boxall and Purcell, 2016). However, prioritising adaptability may also complicate recruitment decisions, as such attributes are more difficult to measure than technical skills.
Furthermore, workforce resilience is influenced by how recruitment aligns with employee wellbeing and engagement. Recruitment practices that accurately communicate job demands and organisational expectations may reduce burnout and turnover, particularly in project-intensive environments like gaming. This reinforces the importance of realistic job previews and transparent recruitment communication.
Overall, the findings indicate that recruitment adaptability plays a critical role in strengthening PlayStation’s long-term workforce resilience. By focusing on adaptable talent and aligning recruitment with sustainable workforce strategies, PlayStation may be better positioned to respond to future industry challenges while maintaining organisational performance.

[bookmark: _Toc827467942]Chapter 5: Recommendations, Limitations, and Conclusion
[bookmark: _Toc1135581361]5.1 Introduction
This final chapter presents the conclusions of the study on staff recruitment management at PlayStation. It summarises the key findings discussed in Chapter Four, provides practical and strategic recommendations based on those findings, outlines the limitations of the research, and suggests directions for future research. The chapter aims to demonstrate how the research objectives have been addressed and to highlight the overall contribution of the study to both academic knowledge and organisational practice.

[bookmark: _Toc680538624]5.2 Summary of Key Findings
The findings of this study indicate that staff recruitment management at PlayStation is a strategically important function that supports organisational performance in a highly competitive and innovation-driven industry. PlayStation adopts a structured approach to recruitment that is aligned with strategic objectives such as creativity, technological advancement, and global competitiveness.
The study found that PlayStation makes extensive use of digital recruitment channels and employer branding to attract skilled professionals from global labour markets. Recruitment processes emphasise both technical competence and cultural fit, reflecting the need for employees who can contribute to collaborative and project-based working environments. Structured selection methods, including interviews and role-specific assessments, are used to improve hiring quality.
However, the findings also highlight several challenges. These include intense competition for skilled talent, global skills shortages, time-to-hire pressures, and difficulties in achieving diversity and inclusion objectives. External labour market conditions and rapid technological change further complicate recruitment planning and decision-making. Overall, while PlayStation’s recruitment management aligns with many recognised best practices, it continues to face challenges common to organisations operating in technology-driven industries.

[bookmark: _Toc909275506]5.3 Recommendations
Based on the findings of this study, several recommendations are proposed to improve staff recruitment management at PlayStation.
Firstly, PlayStation should further strengthen strategic workforce planning by integrating recruitment more closely with long-term talent development and succession planning. This may help the organisation anticipate future skill needs and reduce reliance on reactive recruitment during periods of high demand.
Secondly, the organisation could broaden its recruitment channels to support diversity and inclusion objectives. While digital platforms are effective, partnerships with universities, training providers, and industry networks may help attract a wider and more diverse talent pool. Targeted outreach initiatives may also improve representation within technical and creative roles.
Thirdly, PlayStation should consider optimising recruitment efficiency by reviewing selection processes to reduce unnecessary delays. Streamlining interview stages and improving communication with candidates may enhance candidate experience while maintaining assessment quality.
Fourthly, greater use of data-driven recruitment analytics could support evidence-based decision-making. Analysing recruitment metrics such as time-to-hire, candidate quality, and retention rates may help identify areas for continuous improvement.
Finally, PlayStation should continue to invest in employer branding and realistic recruitment communication. Clearly communicating job expectations, career development opportunities, and wellbeing initiatives may help manage candidate expectations and support long-term retention.

[bookmark: _Toc1122456426]5.4 Limitations of the Study
Despite its contributions, this study has several limitations that should be acknowledged. The research relies solely on secondary data sources, which limits access to detailed internal information about PlayStation’s recruitment processes. As a result, the findings are based on publicly available information and existing literature rather than direct insights from employees or human resource professionals.
The use of a single case study also limits the generalisability of the findings. While the study provides in-depth insight into recruitment management at PlayStation, the results may not be fully applicable to other organisations or industries. Additionally, secondary data sources may contain biases or incomplete information, which could affect the accuracy of the analysis.
These limitations highlight the importance of interpreting the findings with caution. However, they do not undermine the value of the study, as the research aims to provide contextual understanding rather than broad generalisation.
The graph below illustrates the main limitations identified in the study on staff recruitment management at PlayStation. Each limitation is shown with its perceived impact on the overall research findings.
[image: ]

[bookmark: _Toc1540544648]5.5 Suggestions for Future Research
Future research could build on this study by adopting primary research methods, such as interviews or surveys with PlayStation employees, recruitment managers, or job applicants. This would allow for deeper insight into recruitment experiences, perceptions, and decision-making processes.
Comparative studies examining recruitment management across multiple gaming or technology companies could also provide valuable insights into industry-wide trends and best practices. Additionally, future research could explore the relationship between recruitment management and long-term outcomes such as employee performance, engagement, and retention.
Further studies could also examine the impact of emerging technologies, such as artificial intelligence and automation, on recruitment management within the gaming industry. These areas remain underexplored and are likely to become increasingly relevant in the future.

[bookmark: _Toc818365038]5.6 Overall Conclusion
This study set out to examine staff recruitment management at PlayStation and evaluate its effectiveness in supporting organisational performance. Through a review of relevant literature and analysis of secondary data, the research has demonstrated that recruitment management plays a critical strategic role within a global gaming organisation.
The findings show that PlayStation adopts structured recruitment practices aligned with strategic objectives and industry demands. At the same time, the study highlights ongoing challenges related to talent shortages, competition, diversity, and recruitment efficiency. By addressing these challenges through strategic workforce planning, inclusive recruitment practices, and data-driven decision-making, PlayStation may further enhance its recruitment management effectiveness.
Overall, this research contributes to a deeper understanding of recruitment management within the gaming industry and provides a foundation for future academic research and practical improvement. The study demonstrates that effective recruitment management is essential for sustaining innovation and competitive advantage in technology-driven organisations.
[bookmark: _Toc817858245]6.Research Reflection Using Gibbs’ Reflective Cycle
This reflection applies Gibbs’ Reflective Cycle (1988) to evaluate my experience of completing the research project titled “Staff Recruitment Management at PlayStation”. Gibbs’ model is appropriate because it provides a structured framework for reflecting on learning experiences and identifying areas for future improvement.
Description
The research involved producing an independent dissertation based on a case study approach using secondary data. The project required reviewing academic literature, selecting an appropriate methodology, analysing recruitment management practices at PlayStation, and presenting findings, recommendations, and conclusions. The research process was completed over several stages, including planning, literature review, analysis, and final writing.
Feelings
At the start of the project, I felt uncertain about my ability to manage a large and complex research task independently. The volume of academic reading and the requirement to apply theory to a real organisation initially felt overwhelming. However, as I progressed through the dissertation, my confidence increased. Completing each chapter provided reassurance and motivation, and I became more comfortable engaging critically with academic sources.
Evaluation
One positive aspect of the research was the clear structure provided by the assessment guidelines, which helped organise my work effectively. The use of secondary data allowed access to a wide range of credible academic and organisational sources. However, a key limitation was the absence of primary data, which restricted direct insight into PlayStation’s internal recruitment practices. Managing time effectively was also challenging, particularly when balancing research with other academic commitments.
Analysis
The research process significantly improved my academic skills, including critical thinking, academic writing, and independent research. Applying recruitment theories to PlayStation helped bridge the gap between theoretical knowledge and real-world organisational practice. The challenges encountered highlighted the importance of early planning, consistent progress, and realistic goal setting. I also developed a better understanding of how recruitment management operates within a competitive and technology-driven industry.
Conclusion
Overall, the research experience was valuable and contributed positively to my academic development. Although the project had limitations, it enhanced my understanding of recruitment management and increased my confidence in conducting independent research. The experience demonstrated the importance of structured research design and critical analysis.
Action Plan
In future research projects, I would aim to incorporate primary data collection methods, such as interviews or surveys, to improve the depth of analysis. I would also begin the literature review earlier and create more detailed timelines to manage workload more effectively. These actions would support improved research quality and efficiency in future studies.
[bookmark: _Toc1547633474]7. Methodology 

[bookmark: _Toc2055998356]7.1 Poster:
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	Director of Studies/Supervisor:
	Mohammad Rahman


 
 
 
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)
 
	☒
	2 Nov 2025

	
	
	
	
	
	
	


 
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:
	Staff Recruitment Management at Playstation.
·  
 

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

	 
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
Purpose of Research Activity:  To understand the `role of sustainability to achieve the business success.
·  
·  
1. Proposed Research Question
 Can the adoption of sustainability practice enhance overall business success?
·  
·  
Aims of Research Activity. The aim of the study is to understand the `role of sustainability to achieve the business success.
·  
Objectives of Research Activity:
 
1. To understand the context of sustainability and its roles to business success.
 
2. To identify the possible issues challenges of sustainability in business success.
 
3. To analyse the impact of sustainability on the business success.
 
4. To suggest a theoretical framework to address   the impact of sustainability to the business success.
·  
·  
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
This study will carefully evaluate how sustainability contributes to business performance, with a focus on the economic, environmental, and social facets of sustainability. It will focus on how long-term resilience, brand reputation, operational effectiveness, and financial performance are all improved by sustainable business practices. The study examines how sustainability affects small businesses and large corporations across a range of industries, including manufacturing, retail, technology, and services. Academically, the study will contribute to the expanding body of knowledge on sustainable business practices, laying the groundwork for further studies in environmental economics, corporate responsibility, and strategic management. In a professional sense, this study  will offer insightful information to investors, legislators, company executives, and sustainability practitioners about how to incorporate Environmental, Social, and Governance (ESG) principles into business models. This study will show how sustainability is not just a moral need but also a significant factor in long-term profitability, competitiveness, and corporate performance in the contemporary business environment by linking theory and practice.
·  
·  
· How it addresses an area of importance.  This study is important because it has a lot of uses for many people, such as businesses, lawmakers, consumers, investors, and researchers. This research will give useful information about how sustainable practices help with long-term profits, competitive edge, and company image by looking at the role of sustainability in business success by which companies  can create operational efficiency-boosting plans that fit social and environmental responsibilities. Policymakers can apply the study to design policies that  favourable sustainability, while investors can analyse the financial viability of sustainable firms. Furthermore, customers gain from greater knowledge of ethical company practices, and scholars can utilize the study as a starting point for additional research in the area of sustainable business. 

	3
	Purpose of Research Activity
The purpose of this study to understand the `role of sustainability to achieve the business success.
·  
 
 
 
 
(is box should expand as you type)

	4
	Research Question
1. Can the adoption of sustainability practice enhance overall business success?
 
 
 
(this box should expand as you type)

	5
	Aims of Research Activity
 
The aim of the study is to understand the `role of sustainability to achieve the business success.
·  
 
 
(this box should expand as you type)

	6
	Objectives of Research Activity
 
1. The task at hand is to closely review and evaluate the present recruitment procedures that are in practice within PlayStation.
 
2. To properly investigate and identify the different reasons that are making it hard for PlayStation to attract and hire talented people successfully.
 
3. To be able to do a proper comparison of the recruitment practices of PlayStation, it is critical that they are analyzed against the existing best practices of the technology and gaming sectors.
 
4. The aim is to present thoughtful and intentional recommendations that look to improve and expand the entire recruitment process of PlayStation.
 
 
(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
	 
 
In research philosophy, epistemology is crucial because it influences how I interpret and justify the knowledge I find in my research. I selected the interpretivism paradigm because it concentrates on understanding people's subjective meanings and experiences, which aligns with my goal of examining intricate human behaviors. Instead of beginning with a predetermined hypothesis, the inductive technique enables me to generate ideas straight from the facts, which is why I chose it. the qualitative methodology is perfect for my research because it allows me to explore the wide range and breadth of social phenomena through detailed, non-numerical data. I selected a narrative research strategy because it facilitates me to pay attention to participants' stories, giving me a deep understanding of their lived experiences; I chose convenience sampling for sampling because it is practical in selecting available participants, though I am aware of the potential biases this may introduce; I'll gather information by conducting interviews with the use of devices like audio recorders to ensure about accuracy. To find important patterns and interpretations in the data, I will use theme analysis.

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

	8
	London, UK
 
(this box should expand as you type)

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

	9
	 
N/A
 
(this box should expand as you type)


 
	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 
 
	NO
	☒

	
	
	YES
	☐

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


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

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☐
	☒

	16
	A Wales of cohesive communities
	☐
	☒

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

	18
	A globally responsible Wales
	☐
	☒

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

	 
	 
 
 
(this box should expand as you type)


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

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

	2
	Use of interviews?
	☒
	☐

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

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

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

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

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

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

	15
	Working with live vertebrate animals?
	☐
	☒

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

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

	 
	Details of any other primary data collection method:
 
 
 
(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).
 
If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 
 
SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.
 
	 
	Who are the intended participants:
	 
YES
	 
NO

	1
	Students or staff at the University?
	☐
	☒

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

	3
	Vulnerable adults?
	☐
	☒

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

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

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

	8
	People engaged in illegal activities?
	☐
	☒

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

	 
	Details of any other participant groups:
 
 
 
(this box should expand as you type)
	
	


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

	10
	How many participants are expected?
 
	 
7-10 participants (Interviews)
 
(this box should expand as you type)

	11
	Who will the participants be?
 
	 
Supervisor
 
(this box should expand as you type)

	12
	How will you identify the participants?
	I will target individuals who are directly involved in business operations, sustainability initiatives, or decision-making within organizations. These may include business owners, managers, , or professionals working in companies that actively implement sustainable practices.
 
 
(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:
Emotional discomfort 
Fear of judgment 
Confidential business information.
Risk of being identified.
Concern that their responses may be misinterpreted 
 
 
 
(this box should expand as you type)
	How you will mitigate the risk to participants:
 
I recognize that participants may feel emotional discomfort discussing their company’s sustainability practices. To address this, I will reassure them that they can skip questions or withdraw at any time. I will also ensure interviews are respectful to avoid fear of judgment. To protect confidentiality, I will anonymize data and use pseudonyms. Sensitive business information will be securely stored. Lastly, I will explain how responses will be used and allow participants to review their transcript to prevent misinterpretation.
 

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

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

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

	 
	Risk to the investigator:
 
1. Personal health and safety when traveling or meeting unfamiliar individuals.
2. Physical harm during travel or face-to-face interactions.
3. Emotional distress from hearing sensitive or difficult information.
4. Risk of accusation of harm or impropriety by participants.
5. Potential conflict of interest if the investigator has a personal or professional stake in the topic.
 
 
(this box should expand as you type)
	How you will mitigate the risk to the investigator:
 
 
To mitigate risks, I will conduct interviews in safe, professional settings and inform a trusted contact of the details. I will manage emotional distress by maintaining a balanced schedule and seeking supervision if needed. Clear communication with participants will ensure no accusations of impropriety, and I will disclose any potential conflicts of interest to maintain objectivity.
his box should expand as you type)

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

	 
	Risk to the University:
1. Reputational Damage
2. Financial Loss
3. Face legal implications 
 
 
 
 
	How you will mitigate the risk to the University:
 
To mitigate risks to the University, I will ensure that all research follows ethical guidelines and university protocols to prevent any reputational damage. I will obtain ethical approval before data collection and handle all data with strict confidentiality to safeguard the University's credibility. To avoid financial loss, I will keep the study within the allocated budget and resources. Additionally, I will comply with all legal requirements, such as data protection laws, and seek legal advice if necessary, to minimize any potential legal implications.
 

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

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

	
	
	
	
	


 
	 
	Disclosure and Barring Service

	 
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES
 
	NO
 
	N/A
 

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

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


 
SECTION I: Feedback, Consent and Confidentiality
 
	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	 
	 
 
Participants will be provided with a summary of the research findings at the end of the study. This feedback will include an overview of the study's purpose, key outcomes, and how their participation contributed to the research. The feedback will be delivered either verbally (if applicable) or via email, depending on the format of the research. Participants will also have the opportunity to ask questions or request further clarification at this stage. This debriefing will occur immediately after data collection is complete or at the conclusion of their involvement in the study.
 
(this box should expand as you type)

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

	 
	 
 
Participants will receive a detailed information sheet prior to taking part in the research. This document will outline the purpose of the study, what participation involves, any potential risks or benefits, how their data will be used and stored, and their right to withdraw at any time without penalty. Participants will be given time to review this information and ask questions before providing consent. Consent will be documented through a signed consent form (for in-person research) or an electronic consent form (for online research), in compliance with current data protection legislation No data collection will begin until informed consent has been properly obtained and recorded.
(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. 

	 
	 
 
1. Participant’s actual name will not be used anywhere 
2. I will keep participants’ identities anonymous by using pseudonyms and removing any identifying information from the study results. All data will be stored securely, and only I will have access to it. Participants’ personal details will not be shared in any reports. If I need to include any identifying information, I will ask for their permission first. If full anonymity isn’t possible, I will let participants know in advance and ask for their consent.
 
(this box should expand as you type)


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

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

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

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

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

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

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

	4
	 
 
 
(this box should expand as you type)


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

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

	6
	University computers?
	☒
	☐

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☒
	☐

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

	10
	“Cloud” storage or websites?
	☒
	☐

	11
	Other – specify:
 
	☐
	☒

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

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


 
	 
	Data Protection

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

	13
	Electronic transfer of data in any form?
	☒
	☐

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

	15
	Sharing of data with other organisations?
	☐
	☒

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

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

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

	19
	Use of data management system?
	☒
	☐

	20
	Data archiving?
	☐
	☒

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

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

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

	 
	 
The researcher and the supervisor 
 
 

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

	 
	 
The researcher 

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

	 
	 
 
I will securely store data using encryption to protect it. Access will be restricted to authorized users through strong authentication. I will store the data on both on-site servers and cloud services like AWS or Google Cloud. I will keep the data for as long as needed, based on legal requirements, and securely delete or anonymize it once it's no longer required.
(this box should expand as you type)

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

	 
	 
No
 
(this box should expand as you type)

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

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


 

 
SECTION K: Declaration
	 
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.
 
In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	Nikola Georgiev
	Date: 18 October 2025
 


 
For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Mohammad Rahman
	Date: 
18/10/25

	3
	Signature:
	 
Mohammad Rahman
	


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

	RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
 

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.
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as a key driver of organisational performance. Entertainment. The study relied on secondary data
While PlayStation follows many best practices, sources including academi Armstrong, M. and Taylor, S. (2020). Armstrong’s
gaps remain between recruitment theory and company reports, and publicly available Handbook of Human Resource Management
practice, particularly in relation to diversity information. Thematic analysis was used to identify
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