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[bookmark: _Toc122603968]Abstract
       United Kingdom's withdrawal from the European Union has created opportunities but, at the same time, multiple issues for industries. The construction industry was among the most affected as governmental policies and regulations imposed on EU labour created difficulties, particularly in terms of recruitment. This study aims to establish whether the positive impact of Brexit overweights the negative implications on human resources. The research considers the short-term and long-term impact on Work Force Management. As Brexit is a significant contributor to the workforce dynamics, it creates uncertainty for the UK economy, which heavily relies on the construction industry. 
      The research objectives are to explore the opportunities faced by HR in workforce management, evaluate potential risks and barriers, assess workforce management trends, and provide directions to increase the productivity and efficiency of employees. The paper attempts to answer the following questions: What is HR's role in managing the workforce in changing environments and regulations? What are the risks and barriers in workforce management and their impact on performance and profitability? How should government support businesses by making the UK more attractive to EU skilled labour or domestic labour?
      The complexity of the topic requires quantitative approach which has been used to shed light on the impact Brexit has on Workforce Management, particularly in construction. Even if a comparative study of the impact on the UK and EU would have been interesting, along with the impact of Covid-19, the research is limited to the UK Workforce Management analysis.  The findings suggest that the negative implications of the UK's withdrawal from the EU outweigh the positive, at least in the short term. 
Keywords: Work force management, Brexit, construction industry, European Union 
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[bookmark: _Toc122603970]Chapter1. Introduction
[bookmark: _Toc122603971]1.1 Background 

       The withdrawal of Britain from the European Union has created tension between them and boosted the need for new regulations on immigration on which Brexit campaign was based in the first place, “gaining back control of borders money and laws while protecting the economy, security and Union” (HM Government, 2018). Despite it being a compelling message that gained public confidence, the implications are more complex than it seems. The outcomes are not necessarily positive, at least from workforce management in construction analysis, an aspect that this study attempts to address. 
        Post-Brexit labour changes have created multiple challenges for construction firms that takes time to mitigate; meanwhile, profitability and performance suffer, aspect that has been widely circulating over the news. CN Construction News (2022) reported that labour force figures show a significant reduction in self-employed workers, which can be explained by looking at the new immigration system.      The findings demonstrate a 19% reduction between the first quarters of 2019 and 2022 (CN Construction News, 2022). If the numbers continue to fall, it could create unprecedented outcomes for businesses and the UK economy unless adequate strategies are put in place to attract domestic labour and fill the employment gap. 

[bookmark: _Toc122603972]1.2 Topic significance 

    Workforce management after Brexit in construction industry is an actual topic that is somehow neglected, despite construction industry playing a crucial role for British economy.  By identifying the impact of Brexit on workforce management using the parameters such as effective adaptability to changing environments, workforce retention, major threats, and opportunities, there will be an expansion in the understanding of current issues and future potential risks that arise. This study provides clear insights into Human Resources barriers, pointing towards potential reduced productivity and profitability. 
     This research particularly attempts to project real-time issues HR managers and construction workers face because of Brexit, which constitutes a solid ground for potential strategies for problem-solving. This research can not only benefit stakeholders in construction, but also provides a bigger picture of the industry's issues and how they reflect on other areas, such as the UK economy, society, and the environment. 
    Additionally, a detailed presentation of the impact of Brexit on workforce management in construction involved in this research may serve as an essential pillar in building solutions directed towards influencing governmental policies or boosting further studies on the issue.
[bookmark: _Toc122603973]1.3 Purpose 

    The purpose of this paper is to examine workforce management in the United Kingdom (UK) after Brexit, in the construction industry. Specifically, the strategic implications for Human resources. It seeks to determine the potential impact of Brexit on EU skilled labour, employment dynamics and the effects; it generally investigates the impact Brexit has on the industry and identifies patterns in behaviours, and implications for construction productivity and national wealth with particular focus on workforce management.   

[bookmark: _Toc122603974]1.4 Aim, objectives, and research questions 

      Research aim is to evaluate the impact Brexit has on the WFM construction industry by pointing out potential risks and opportunities faced by HR, assessing legal implications for workforce management, and providing directions for improvement as necessary, including further research needs. 
      The first objective of the research is to determine the role of HR in managing the workforce, especially in times of crisis. The second objective is to evaluate the effects, positive and negative, Brexit has on WFM in construction. The third objective is to analyse the government's role in alleviating or increasing the negative impact on human resources. 
      The research answers the following questions: What is HR's role in managing the workforce in changing environments and regulations? How Brexit impacts WFM in construction? Are there any significant risks and barriers that obstruct performance and profitability? Is the government doing enough to support potential challenges related to the recruitment of EU labour?

[bookmark: _Toc122603975]1.5 Chapter Synopsis  

       The first chapter of the study provides a brief background of the topic, including its significance for Human Resource management and society. Also, it projects the purpose of the study, aim, objectives, research questions and chapter structures. The second chapter critically evaluates previously published works, particularly on the interpretation of workforce management, Brexit as a workforce management trend, opportunities, risks, and barriers. Also, it discusses the role of WFM in business productivity and profitability and the government's responsibility to aid the construction industry in overcoming challenges imposed by Brexit laws. The third chapter discusses the research methodology, philosophy, approach, and interpretation of findings. The following chapters project the research results and findings, including delving into the importance and relevance of the finding. Finally, the conclusions are drawn, and recommendations are provided for further research opportunities.  
[bookmark: _Toc122603976]Chapter 2: Literature Review
[bookmark: _Toc122603977]2.1 Introduction 

    There is extensive study on business management, including drivers of profitability, performance, and quality. Human Resource Management is among the most vital strategic approaches that determine whether a business succeeds or fails; thus, considering factors and drivers of human resource management is crucial in forecasting potential risks and taking necessary steps to minimise the negative impact. The present chapter aims to verify to what extent Brexit affects workforce management by critically evaluating the literature in the field.
[bookmark: _Toc122603978]2.2 Defining workforce management

     To better understand the issue at hand, it is helpful to define workforce management. Among the prominent concept definitions is Lombardi’s (2019) argument that workforce management is the foundation for transformation. No matter where in the business journey, there are steps in workforce management that can increase the value of the workforce management process. Similarly, (Hook & Jenkins, 2019, p. 4) defined human resource management as “a constantly changing career”; it evolves in response to social, political, economic, and demographic dynamics.  Gospel (2019) approached human resource from a blending perspective which means the scholars sees it in relation to work, employment, and industry rather than separate areas. The author suggests that the efficiency of human resource strategies depend not only on the costs available but also on the capacity of the businesses to pursue them, even by increasing investment in this department, an aspect that is not sufficiently addressed. Beardwell & Thompson (2017) refer to people management as a collection of policies placed at the heart of work organisation and employment relationships. Moving forward, next section discusses literature on the impact of Brexit on Workforce management. 

[bookmark: _Toc122603979]2.2 Impact of Brexit on Workforce Management 

       Brexit is still a new phenomenon the number of studies on its impact on various areas is on the rise. As there is limited analysis of its effects on the construction industry, it is essential to understand both the positive impact of Brexit and the negative by looking equally at studies that project this aspect. The most notable defender of Brexit, implying long-lasting positive outcomes on the economy, society, and environment, is the UK government. 
     Based on the Brexit benefits report (2022), it offers opportunities to deliver better quality, safer and greener homes, including delivering modern methods of construction and empowering communities. Additionally, the plans involve making UK borders the most effective, attracting the best global talent, which means introducing new working roots Skilled Workers, Global Talent, Graduate and Health and Care routes (HR Government, 2022).     Despite providing a convincing plan, it is questionable how practical this plan is as studies and business owners report multiple challenges that arose because of stricter migration regulations, particularly in construction, where there is a high number of EU workers. Price (2021) reported a fall in total employment in construction which probably has long-lasting issues of skill shortage. 
      The statistics reports from The Migration Observatory show an estimated net migration of all EU citizens at 118.900, year ending 6 April 2020, meaning the number of EU who left the country is higher than those who arrived (The Migration Observatory, 2022). The evidence points towards issues regarding filling the gap in employment left by EU citizens; however, it is questionable whether these create significant problems that impact performance and profitability and whether these have a long-lasting negative impact. Similarly, RICS (2021) pointed towards administrative challenges that affects cost, therefore inhibiting the well-functioning of the UK construction industry. 

[bookmark: _Toc122603980]2.3 Brexit as a management trend, risks, and barriers  

       Brexit is widely considered a management trend that, besides positive intentions it aims to bring to the UK society, it creates various barriers and risks that are not sufficiently covered. The construction industry is particularly affected in multiple ways; first, issues arise in managing change; second, in terms of retaining EU employees, being up to date with new regulations and managing risks. Still, the opinions on the Impact of Brexit on businesses vary; scholars that have researched risks and barriers have harshly criticised government strategies. Heseltine (2020) approached rather critically governmental role in adapting to changes. The scholar argued that the government had done little to understand the nature of the challenges faced by people and the need to prepare the UK to adjust. Similarly, Hassan et al. (2020) study on measuring the uncertainty shock at firm levels point out that business expects difficulties such as labour mobility and limited trade access.
         Indeed, these fears proved real and require tailored solutions. Vandenbussche et al. (2022) for example highlighted the indirect effects by stating that "the indirect effects of a hard Brexit amount to ca. 70% of the total Brexit impact for the EU-27 country sectors" the production networks in the EU are closely integrated. Thus, a system that fails to consider indirect effects would seriously undervalue the effects in terms of sector-level production and employment.    
        The interest in the topic significantly increased post-Brexit because of the adverse effects on business profitability which were brough to light and inability of human resource effectively adapt.  Hook & Jenkins (2019) particularly discussed that human resources take the lead in informing and driving the organisation's strategic direction. Thus, potential barriers will not only have a significant impact on strategic direction but also on everyday operations. 
      The authors argue that HR professionals are affected by the economic situation, demographics, changes in legislation, technology, and advances in artificial intelligence. The Institute for Employment Studies (2021) research shows that Brexit prompted concerns over future labour supply. Employers face uncertainty and require flexible approaches and risk assessments for better decision-making. Based on organisational change theory (Gareth, 2013), organisations pass through different forms, levels of quality and states over time; therefore, the human resource should ensure congruence between stated goals, changes, and performance. Next section discusses in detail the role of workforce management for business productivity and profit. 
[bookmark: _Toc122603981]2.4 The role of workforce management for business productivity and profitability

       Productivity and profitability are key indicators of whether businesses succeed in coping with internal and external factors that may harm the organisation. Understanding the role of Workforce management for business productivity and profitability is valuable as it helps project the degree to which Workforce Management (WFM) issues impact the overall success of an individual business or even an entire industry. The literature mostly puts HR at the centre of organisation activities; even if there is a practical framework for operations, sufficient financial support, potential issues in recruitment, and lack of skills to cope with change, following the government laws could create major disruptions and loses for the business if not addressed on time. As per Human capital theory, people are valuable assets (Becker, 1964); thus, ignoring their needs or not supporting them deal with change can be damaging for businesses and for the employee. Strikwerda (2018) widely analysed the benefits of human resources, including the role of integrated WFM tools. The scholar stated that these” … prevent productivity losses due to separate systems or manual processes” Strikwerda (2018). 
      Additionally, Workforce management solutions highlighted by the author include flexible business scheduling that contributes to productivity boosts and using virtual working arrangements to broaden the hiring pool for employers (Strikwerda, 2018). Bloom & Reenen’s (2011) study on the relationship between Human Resource Management and productivity evidence that certain types of HRM raise productivity, but with some exceptions, some groups or firms have been more successful in identifying a positive association of changes in HRM policies (in a particular individual and group incentive pay) and productivity, but other aspects may lack sufficient data.
        Without a doubt, there is a close connection between efficient human resource management and increased productivity; however, indicating that Human Resources alone is the main contributor can be somewhat erroneous as there is more than one pillar contributing to a certain degree. Many would argue that business strategies must be closely connected to governmental requirements, follow the legislation and drive performance by adhering to them. Next section provides a glance into the responsibility’s government has towards business in helping them to cope in times of crises. 





[bookmark: _Toc122603982]2.5 Government responsibilities and strategies 

      The British public vote to leave the EU has substantially impacted the government by making room for other issues to arise. Lloyd's (2019) report shows that Brexit has questioned the political status quo, and the preparation for Brexit has posed monumental challenges, including catalysing constitutional upheaval. 
      The transition period that hasn't entirely ended still creates uncertainties. The government announcements on setting its own laws and all retained EU laws will be excluded, enabling the UK to create tailor-made regulations for its people to stimulate growth, innovation, and job creation (GOV.UK, 2022). However, it is somewhat unclear what this growth and innovation imply and how these new strategies will be delivered as there are few reports on risk analysis; governmental promises seem convincing, but how practical these are is debatable. Thomson (2021) somewhat in defensive of Brexit suggests that the vulnerabilities are surrounded not only Britain but also the European geopolitical space, which has been a trigger in Britain's decision to leave the EU. Not only the UK but also other members are faced with persistent difficulties; however, Brittan is the only country that decided to leave. 
     The government is intensifying its focus on the economic implications of Brexit, including "On domestic policy measures to reinforce the competitiveness of the Irish economy" (Gnó & Nuàlaíochta, 2017). Also, it claims that it will strengthen it to deal with the potential negative impacts of Brexit and to pursue all possible opportunities that might arise. Also, it supports national competitiveness, productivity, and innovation.  
     The Workforce Management Impact Model can be applied to better clarify strategies that can be used to maximise the positive outcome (Lombardi, 2019). As suggested by scholars, the WFM covers a large set of issues; thus, each industry and business vary, and it requires a unique tailored approach to support them in delivering results which are relatively difficult to achieve. The British government provides guidelines and regular updates. For example, in terms of regulations related to EU, EEA, and Swiss employees, it provides accurate information covering critical areas related to workforce management, including documentation required and support available that every employer must have (Home Office and UK Visas and Immigration (2020). Despite existing tools that can be widely accessed, the competencies of making use of what is provided are questionable and require more extensive research.
[bookmark: _Toc122603983]2.6 Conclusion 

         There are contradictory views on the impact Brexit has on Britain as a whole, various industries and businesses. Some find Brexit an opportunity for growth, innovation, and progress, while others suggest Brexit is an unprecedented challenge, a huge mistake made that would have a drastic impact on the economy, EU-UK trading relationships, legislation, and other areas. Besides, arguments are pointed towards EU vulnerabilities that are on the rise and do not exclude that other countries may follow in Britain's footsteps. It is rather difficult to forecast whether Britain is better off because it influences businesses and industries in various ways; nevertheless, the negative impact on workforce management is strongly felt because of employee shortages and uncertainties related to the right to work in the UK.

[bookmark: _Toc122603984]Chapter 3: Research Methods and Methodology
[bookmark: _Toc122603985]3.1 Introduction 

      The purpose of this chapter is to project the study methodology for mixed-methods theory research on the impact of Brexit on workforce management in construction. Research Onion framework was applied for a better visualisation of study methodology (See Appendix 1-Research Onion). This approach provided ground for understanding whether the negative implications overweight the positive. The study provides insights into variables such as work efficiency, employment, costs involved, employee satisfaction and behavioural changes. 
      The main components of this chapter include a discussion of the research philosophy, paradigm position and research approach, methodological stance of the study, research strategy and design, research sample and population, data collection and data analysis tools, ethical considerations, and a summary of the chapter.  
[bookmark: _Toc122603986]3.2 Research philosophy 

     The research is conducted from a pragmatism philosophical perspective, focusing on change analysis connecting theory and real-life challenges faced by human resource recruiters and employees because of Brexit. This philosophy is selected as it is a more subtle approach to assess organisational processes based on experience and action (Kelly & Cordeiro, 2020) aspects sought to build theory in answer to the following research questions:  
Research Question 1: What is HR's role in managing the workforce in changing environments and regulations? 
Research Question 2: How Brexit impacts WFM in construction? Are there any significant risks and barriers that obstruct performance and profitability? 
Research Question 3: Is the government doing enough to support potential challenges related to the recruitment of EU labour?
     Additionally, it equips it to deal with complex and dynamic processes, which constitutes an advantage; however, limitations have also been accounted particularly the difficulties of recording different groups over a long time which may be required.  Also, there is no evidence to prove that the respondents answered from an objective point view instead of subjective which may undermine data validity.  
[bookmark: _Toc122603987]3.3 Paradigm position

       Research approach and ontology combines deductive and inductive reasoning; this paradigm position was chosen because of the constant changes in society that impacts human resource, the reality is constantly debated and interpreted in relation to unpredictable events; thus, this approach seems the most relevant to achieve the objectives set. The method to measure the impact is mixed of qualitative and quantitative data collection as it helps have a better understanding of the problems at hand and find out the best possible solutions, considering the potential changes that human resources may undergo because of political shifts and new legislation related to it. The study aims to provide accurate, transparent information with consideration for the privacy of respondents.
[bookmark: _Toc122603988]3.4 Position of the research approach and interpretation of findings 

The research approach is mainly collection of quantitative data.  This approach has multiple benefits including increased validity; it provides a completer and more comprehensive picture of the phenomenon (Doyle et al., 2009), which has been among the prominent influencers on the decision to apply this approach and maximise the viability of the study. 
       The research results are interpreted through inductive and deductive approaches. Inductive reasoning refers to moving from specific observation to broaden generalisation, whereases deductive reasoning unpacks from existing theory. Additionally, the following steps are taken for data projection; assemblies of information collected, development of findings and conclusions, and development of recommendations.

[bookmark: _Toc122603989]3.5 Methodological stance 

         Research methodology plays a crucial role in achieving the research objectives. Quantitative method methodologies are at the base of the research with elements of qualitative data where assumptions on understanding participants choices are made.  It is relevant for this study as it employs pragmatic knowledge claims (Terrell, 2012). Additionally, it allows expansion of understanding and interpretation of results forma measurable reality 

[bookmark: _Toc122603990]3.6 Research Strategy and Design 

   Correlation design is applied to understand the impact of Brexit on the construction industry's human resources. The correlation between Brexit and issues in recruitment is determined. According to Tan (2014), findings from correlational research allow researchers to determine the degree to which variables change together. Thus, evaluating the impact of Brexit on human resource processes will clarify how these two elements are related to each other.

[bookmark: _Toc122603991]3.7 Research Sample and population 

      The research questionnaire is focused on the construction industry with the target groups of HR managers and construction workers. HR managers were mainly targeted to understand potential issues faced by human resources and the impact of Brexit on the recruitment process. Another target group is construction workers; these were chosen to get insight into barriers employees face and overall satisfaction after Brexit. The research sample is purposive; thus, the candidates that fit the criteria are selected. It predominantly involves the identification and selection of individuals that are well-informed about the phenomenon of interest (Etikan et al., 2015).

[bookmark: _Toc122603992]3.8 Data Collection and data analysis tools

     A perceptual questionnaire survey will be used to elicit responses from construction professionals to identify challenges faced in terms of recruitment. In addition, theoretical frameworks, books, journals, and website data are used. As Brexit is considered a new trend, secondary data collection is centred on the most recent and relevant sources, including journals, documents from government websites, press releases and news articles. The primary data collection, particularly the survey, is conducted through the Survey Monkey tool which allowed automatic data analyses that significantly helped in data visualisation and analysis. The online survey was chosen because it is easy to use, is effective for analysing responses, and helps distribute faster, saving time and costs (Varela, 2017). However, this tool has limitations in customisation; it may not be suitable for collecting large amounts of data.  
[bookmark: _Toc122603993]3.9 Ethical Considerations of the research 

    The research is conducted through the voluntary participation of respondents, assessment of relevant, valid components and confidentiality. Also, privacy, race, and gender employment issues are considered, including accurate and valid data projection. According to Resnik (2020), adhering to research norms promotes the research aims. These values are essential in collaborative work and are necessary for promoting morals and social values, which this study aims to achieve.
[bookmark: _Toc122603994]3.10 Summary 

    To summarise, this chapter unpacked the study methodologies that support and thrives to provide accurate data. The research is conducted from a pragmatism philosophical perspective with the research approach and ontology combining deductive and inductive reasoning. The methods to measure the impact include qualitative data collection. The research design type is correlation as it aims to understand the impact of Brexit on construction, particularly its effects on human resources; thus, the target groups are HR managers and construction workers. The results are analysed and discussed in the next chapter. 













[bookmark: _Toc122603995]Chapter 4: Findings, Data Analysis and Discussions

[bookmark: _Toc122603996]4.1 Introduction 

     This chapter provides a summary of findings, data analysis and discussion. The overall aim of this study was to assess the impact of Brexit on Human resource management in the construction industry. The first objective of the research was to determine the role of HR in managing the workforce, particularly in times of crisis. The second objective was to evaluate the effects, positive and negative, Brexit has on WFM in construction. The third objective was to analyse the government's role in ameliorating or increasing the impact on human resources.
[bookmark: _Toc122603997]4.2 Presentation/Summary of findings 

     The data was collected through two separate questionnaires tailored for each group managers in constructions and employees. It was sent to 25 respondents from which 20 responded. For each group, closed-ended, multiple-choice questions were selected in relation to the research objectives.
      The following parameters were selected to identify patterns and boost understanding of the phenomena. These are work efficiency general perspective, overall employment of EU workers, costs, employee satisfaction, English language competencies. The questionnaire was conducted to understand challenges and produce actionable knowledge that could help improve HR management by unpacking issues created by Brexit and providing recommendations drawn from an examination of data.



     The results from first questionnaire designed for managers show that 80% are male and 20% are female and there are no responses for other categories (See  Figure 1. Questionnaire (1) Rate of managers based on Gender)
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  [bookmark: _Ref120015761][bookmark: _Toc120022818][bookmark: _Toc120024874]Figure 1. Questionnaire (1) Rate of managers based on Gender



     The results on work efficiency in the post-Brexit period show that 40% of respondents believe the work to be somewhat effective, 30% have selected not at all effective which can be because of the rapid changes and ability to adapt to these changes and 20% have selected not so effective and 10% very effective. 
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[bookmark: _Toc120022819][bookmark: _Toc120024875]Figure 2. Questionnaire (1) work efficiency in post Brexit period 

     The data on increase or decrease of employment rate in their company shows that 40% of respondents selecting employment decrease in their company, 30% of respondents reported an increase, and another 30% reported no significant changes. 
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[bookmark: _Toc120022820][bookmark: _Toc120024876]Figure 3. Questionnaire (1) Employment Rate

      In term of hiring challenges 50% of participants selected challenges in adapting to fast pacing environment, 20% hiring skilled personnel, another 20% mentioned difficulties in filling the gap because many EU employees returned home (See Q4 Appendix 2. Questionnaire Results/ HR Managers). Additionally, 50% of respondents selected that is neither easy nor difficult to recruit EU workers, 30% reported that it is difficult and 20% have selected that it is very difficult. 




The majority 80% have mentioned that the hiring process involves higher costs for the company and 20% suggested that it does not (See Q6 Appendix 2. Questionnaire Results/ HR Managers) 
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[bookmark: _Toc120022821][bookmark: _Toc120024877]Figure 4. Questionnaire (1) Difficulty of Hiring EU personnel
      In the second questionnaire the target groups were construction workers. Where they have been asked about their nationality, job satisfaction, how likely are they to remain in the UK, whether English is their first language and wellbeing. From 100% of respondents, 80% are Eu nationals and 20% are British nationals. When asked about how satisfied are they with their job, 40% are dissatisfied, 30% neither dissatisfied nor satisfied, 10% are very dissatisfied and similar percentage are for the very satisfied and satisfied values. Most of the participants 80% reported that they are unlikely to remain in the UK whereas 105 mentioned that they are very likely to remain and 10% respondents that they are likely to remain.





 The majority of participates 80% selected that English is not their first language whereas only 20% mentioned that English is their first language( Table 1. Questionnaire (2) Construction Workers, Results).

	Criteria 
	Results 

	Nationality 
	Eu 		 80%

British 	        20%



	Job satisfaction 
	Very satisfied 	10%


Satisfied 	10%


Neither not
dissatisfied 	
nor satisfied 	30%

	
Dissatisfied 	40%


Very dissatisfied 	10%



	How likely to remain in the UK?
	Unlikely 	80%

Very 
likely 	10%	

Likely 	10%




	English as first language 

	Yes	     20%

No	80%

 	


[bookmark: _Ref120022640][bookmark: _Toc120022807]Table 1. Questionnaire (2) Construction Workers, Results










[bookmark: _Toc122603998]4.3 Data Analysis 

      The findings for the first study question on HR's role in managing the workforce in times of crisis such as Brexit. It that their role is critical in the efficiency of human resource strategies regarding costs and business capacity. On the other hand, highly skilled HR managers and their ability to manage change may not be enough to face significant disruptions caused by trends such as Brexit, or Covid-19.  They may have the capacity to ensure a smooth transition, but they need more power and support to retain employees, particularly EU workers that dominate construction industry, when new legislation is implemented. Another important aspect is that even if the respondents operate in the same industry, they are from different companies; thus, some are more vulnerable than others in facing a crisis.
      The findings for the second study question on the effects of Brexit on WFM in construction indicate a moderate impact on human resources. Workforce Management in the UK after Brexit has been challenging for organisations. Nonetheless, the employment levels continued to rise. Many organisations reported recruitment difficulties; among the cause were the employment growth rate and decrease in EU citizens coming to work in the UK. Some of the major barriers were working shortages, shifts in talent requirements and new regulations. HR specialists can benefit from multiple models for workforce management that can increase the value of the process.
     According to Price's report (2021), employment in construction has declined. Similarly, the statistics report from The Migration Observatory project an estimated net migration of all EU citizens at 118.900, year ending 6 April 2020, meaning the number of EU who left the country is higher than those who arrived (The Migration Observatory, 2022). Even if the employment number shows a fall, it fully justifies the significant impact on profitability. The results from the questionnaire showed 40% of respondents selecting employment decrease in their company, 30% of respondents reported an increase, and another 30% reported no significant changes (Appendix 2. Questionnaire Results/ HR Managers).
     The adverse effects on the employment of EU workers are undeniable; however, it is highly questionable whether these have a high impact on the profit to the degree that would push companies from the market or create significant disruptions. As pointed out by Hook & Jenkins (2019), human resources take the lead in informing and driving the organization's strategic direction; however, HR professionals are affected by the economic situation, demographics, changes in legislation, and technology that impacts their work. Additionally, the questionnaire results point towards issues in terms of adaptability to fast pacing environment; 50% of respondents selected adaptability as a considerable challenge (Appendix 2. Questionnaire Results/ HR Managers), followed by hiring skilled personnel and loss of EU workers, which can be because of legislative implications and other reasons. As 80% of the respondents are EU nationals and 80% reported that they are unlikely to remain in the UK (See Appendix 3. Questionnaire Results/ Construction Workers), it provides a glance at a potential increase of people leaving the UK. Also, HR managers reported difficulties in hiring EU employees as they do not automatically enjoy the right to work in the UK (Guardian, 2016). 
     Indeed, human resources are in a constant process of transformation and change an example can be drawn from the Covid-19 pandemic, Brexit, where human resource managers were faced with extremely difficult challenges not only in terms of management but also in dealing with mental health. The need to react promptly and adapt to rapid changes and innovations requires continuous learning, which can be achieved. 
    The findings for the third question on the government implications and its role in the impact level show that even if the government reports having a strong plan in place does not guarantee its efficiency, considering the instabilities and conflicts overseas that boost the uncertainties on EU-UK relationships.
      Government has a double effect; on one side can be a major challenger for the companies because of the new politics and policies that cover significant aspects of employment (Price, 2011) and not necessarily positive, worsening or improving relationships between countries and on another side, the government can support industries through financing and economic growth. 
      Government has an important role in making a positive impact on workforce management by influencing processes including providing hiring, training, compensation and by investing in mental health recovery. 

[bookmark: _Toc122603999]4.4 Discussion 

    The research outcomes provided insights into workforce management after Brexit in construction; however, the results should be interpreted with caution due to the study's limitations. This section focuses on providing a reflection of the study process, including implications for interpretations of results and recommendations for practical applications. 
The results show that Brexit has a positive and negative impact on workforce management; however, the adverse effects may overweight the positive. The findings concerning the effects Brexit has on WFM in construction complement and extend the Smith et al. (2020) explanatory study on impact assessment on the UK construction industry and risk mitigation. The research projects are most affected, and these include economic, political, and legal. The factors of labour alongside materials and supply chain are among the significant concerns (Smith et al., 2020). Even if the study generally discussed the impact on the construction industry, it has been beneficial to identify common patterns. 
     This study focused on the human resource area, particularly effects on recruitment, performance, and employees; nevertheless, a comparison analyses with other areas of business, such as operations, financing could be helpful to obtain a better perspective on the impact Brexit has on businesses in the construction industry as these functions are interdependent. As Rahman (2022) suggested, business functions support organisations in all processes and decision-making. Thus, understanding the impact of Brexit on human resources in construction can support a better understanding of the issues faced by HR managers and employees, allowing room for a better solution for all those who manage staff. 
    The human resource management study field undergoes various transformational processes triggered by various external factors such as environmental; most recent examples are the implications of Covid-19, labour market conditions, and socioeconomic and governmental policies. As MacArthur (2021) highlighted, Human Resources must continuously evolve to help the future of work; thus, the human resource role in supporting organisations is open to controversies. Similarly, from a management focus, the evolution of the HR function could be among the most significant changes over the last decades that are hard to ignore. This study developed new insights into workforce management in construction; the methodology particularly was focused on emphasising the HR manager's and employee's perspective, which is useful in determining how Brexit affected them and their work. 
      Previous research works and collection of direct responses generated viable results that have been used to draw the recommendations. As data was gathered using mixed methods, it allowed approaching the subject from different angles and balancing potential limitations. Although using primary data collection has led to practical insights into implications for construction productivity and performance, using a large sample size is beneficial for more robust results. A higher budget may support increasing data reliability; nonetheless, the findings can constitute a ground for further research, particularly in terms of identifying the impact of Brexit on other areas of the business in the construction industry and determining the relationships between these functions. 
      Finally, the findings suggest that Brexit has a medium impact on workforce management; it creates multiple challenges. However, many organisations manage these crises effectively, and government financial support schemes help alleviate the risks.  

[bookmark: _Toc122604000]4.3 Summary 

     To summarise, this chapter projected the results and findings, provided insights into the data gathered and discussed the study implications. The findings suggest that HR have a crucial role in managing workers, particularly in challenging times. Great Britain's exit from the EU created multiple challenges and impacted workforce management. The negative implications outweigh the positive, at least in the short run; thus, the government must provide whatever support is available to ensure the construction industry does not decline, as it is an important contributor to the UK's economy.















[bookmark: _Toc122604001]Chapter 5: Conclusion and Recommendations

      Workforce management in the UK after Brexit is under continuous transformation and constitutes a big change for HR managers and employees who manage staff. As new migration regulations have been imposed, the construction industry is among those that suffer the most because many EU workers have left the UK or are planning to leave; they don't have the required skills or the right to live and work in the UK. 
     This chapter concludes the study by providing a brief review of findings and recommendations on how these can be applied to maximise workforce management efficiency. The study aimed to evaluate the impact Brexit has on the WFM in the construction industry. The objectives were to assess HR's role in managing the workforce in changing environments, evaluate the effects Brexit has on WFM in construction and identify the role of government as an actor in mitigating potential challenges and as a primary contributor factor in creating instabilities. 
    The research followed pragmatism philosophy, deductive and inductive study approaches, and a questionnaire as a strategy to gather data from primary sources. Mixed methods have been applied for the research, and correlation is the fundamental design strategy. 
The results show that HR managers met many difficulties, particularly in retaining and recruiting EU workers, and the employment rate declined to lead to issues in operations. Also, HR managers and employees reported difficulties in adapting to a fast-paced environment and expressed concerns about work efficiency. However, there is little evidence to suggest that these issues substantially impact upon profitability. Future research may be required to understand the impact of Brexit on the construction industry's profit margins. As Brexit is quite a new trend, this study provides a solid understanding of the phenomena from a pragmatic perspective. It unfolds some of the major issues that seem rather ignored. Workforce management requires systematic analysis, forecasting of potential crises and applying necessary strategies. 
     It is recommended to focus on addressing some of the major concerns from a systematic perspective. Addressing systematically even minor concerns can help minimise the negative outcomes and keep employees engaged. Employee engagement is beneficial in retaining employees; therefore, keeping them informed and engaged can boost their morale. As per survey results, 40% of construction workers' respondents are dissatisfied with their job; thus, not only new regulations could have been a cause for willingness to leave the UK but also other reasons such as insufficient support, and increased living costs. HR managers and all those managing workforces must receive appropriate regular training to be able to adapt effectively when required, plan effectively and implement workforce plans in accordance with trends and developments. HR Managers face various struggles in the recruitment process, particularly in EU labour. 
     Therefore, for the construction industry to continue growth, changes are required from the company and government policies on immigration.   Additionally, it can be crucial to drive performance by making use of technological developments to keep employees informed and ensure their well-being is also considered. Forecasting uncertainties, assessing the risks, and addressing the root causes of certain behaviours will minimise the negative impact on the organisation. Despite the lack of sufficient attention studies on strategies to mitigate these issues, workforce management in construction remains a significant topic mainly because of the construction industry's high impact on society.
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society, and the use of this stock of knowledge to devise new applications”. As such this covers activities
undertaken by members of staff, postgraduate research students, and both taught postgraduate and
undergraduate students working on dissertations/projects.

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

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

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

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

SECTION A: About You (Principal Researcher)

1 Full Name: Robert Gore

2 | Tick all boxes that apply: Member of staff: :"e‘l"ga’?’y esearc

Taught Postgraduate Posigraduate
Undergraduate Student | X | student 5 | Research Student

Tnstitute/Academic
Discipline/Centre: Trinity Saint David University

4 | campus: London

Sl |IEsma bddiees) Gorevasilerobert@gmail.com

6 Contact Telephone Number: 07506128595

For students:
7 | Student Number: 1915927
8 | Programme of Study: BABM

9 Director of Studies/Supervisor: | Dr Anupam/ Dr Ofori
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SECTION B: Approval for Research Activity
T as The research aciviy recenved approval i FRGRIET
(Please check the Guidance Notes as o the appropriate
approvalprocess for different evels of research by different
categories of ndividual)

ves | ® [ no [ &

Date
7 [T ves, please dieats Source o] Rassarcn Degren - 5
approval (and date where known): [ Research Degrees Commitiee
Approval in_principle must _be| Insltute Research Commitiee ® | ooz
obiained from the rolevant source
prior to seoking ethical approval | OTer (W 1) 5

SECTION C: Internal and External Ethical G

jance Materials

Please Tt e Gore ethical guidance documents that have been referred 1o during The completion of
this form (including any discipline-specific codes of research ethics, location-specific codes of
research ethics, and alsa 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
2dd rows to this table if needed.

7| UWTSD Research Ethics & Integrity Code of Practice =
2| UWTSD Research Data Management Policy O
[List any other relevant documents here] O

'SECTION E: Details of Research Activity

1 [ indicative tite Workforce Management in UK after Brexit

2 |Proposed start date: 1011012022 Proposed end date: 0110172023

Introduction to the Research (maximum 300 words per section)

Ensure that you write for a Non-Soecialist Audience when out
points below:

\g your response to the

Purpose of Ressarch Activity
Proposed Research Question
Aims of Research Activity
Objectives of Research Activity

Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
What the research activity will add to the body of knowledge

How it addresses an area of importance.

Purpose of Research Activity

3 | e purpose o this paper s to examine workforce management inthe Urited Kinggom (LX) after rext nthe

construction industry

Research Question

4| he research answers the following questions: What is HR' ole in managing the workforce in changing environments

and regulations? How Bresit impacts WFM in constructon? Ave there any significant rsks and bariers that obstru
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performance and proftabity? Is the government doing enough o support potential challenges related to the recrutmen
of EU labour?

“Alms of Research Ac

ity

Research aim i to aluate the impact Brexit has on the WFM constructon industry by pointing out potential i
‘and opportunities faced by HR, assessing lega Implicatons for workforce management, and providing directions f
improverent a necessary,including further research needs.

‘Objectives of Research Acth

ity

“Thefirst objective of the research s to determine therole o HR in managing the workforce, especially in times of cris
The second objective s to evaluate the effcts, positve and negative, Breit has on WFM in construction. The thi
objectives o analyse the goverment'rolen alleviatng o ncreasing the negative impact on human resources

Proposed methods (maximum 600 words)

Provide a summary of all the methods that may be used in the research activity, making it cear whaf
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
ustify the methods here but should instead describe how you intend to collect the data necessary fo
vou to complete vour oroiect.

The research i conducted from a pragmatism philosophicalperspective with th research approach and ontology
‘combining deductive and inductiv reasoring. The methods to measure the impact include qualitive data colecton.
“The research desgn type is correlation as i aims to understand the impact of Brexit on constucion, partcularly ts
effects on human resources; thus,the target groups are HR managers and constuction workers.

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

The research s conducted within constuction industry and data wil b collected online through Survey Monkey.

If research activity will ake place overseas, you are responsible for ensuring that local ethical
considerations are complied with and that the relevant permissions are sought. Specify any local
quidelines (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 detais 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, cultural and/or legal
sensitivities or vulnerabilities of participants. If you live in the country where you will do the research,
then please stae this

“The research activiy i within UK.

10

Tse of Gocumentalon ot It e publc Goman Ave ary Gocumerts MOT | No =
publicy available?

YES O

1

Tyes, please provide detalls here of how you wil gain access 1o specific documentation That s 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.
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Does your research relate o one or more of the seven a

= of the Well being

of Future Generations (Wales) Act 20157 ves | no
12 | A prosperous Wales o[ =
13 | Aresilient Wales 0| =
14 | A healthier Wales o=
15 | Amore equal Wales 0| =
16 | A Wales of cohesive communities 0| =
17 | A Wales of vibrant culture and thriving Welsh language o=
18 | A globally responsible Wales 0| =
19 | If YES to any of the above, please give detais:
SECTION F: Scope of Research Activity
il the research activity include: ves | no

1_| Use of a questionnaire or similar research instrument?

2 | Use of interviews?
3| Use of focus groups?

4| Use of partcipant diares?

5| Use of video or audio recording?

6| Use of computer-generated log fles?

Participant observation with their knowledge?

8 | Participant observation without their knowledge?

"Acoess 1o personal or confidental Information Whout The paricipants' speaiic
consent?

“Adminisiralion of any quesions, test SUmU, presentation thal may be.
experienced as physically, mentally, or emotionally harmful / offensive?

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

10

12 | Investigation of participants involved in iliegal activiies?

13 | Use of procedures that involve deception?

14_| Administration of any substance, agent, or placebo?

15 | Working with ive vertebrate animals?

o|ofo]ola|fo] o] o]o|afo|o|ofs| o]=
w|lule|e|le|e) e e|e|ofs|e|efo] =)o

16_| Procedures that may have a negalive impact on the environment?
Oher primary data colleclion methods. Please Indicate the type of data callection
method(s) below.

Detals of any ofher primary data collection method

17

o

o

ITNO 10 every question, then the research actvty is (elhically) low risk and may be exempt from some of the
following sections (please refer to Guidance Notes).
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I YES 1o any question, then no research activity should be undertaken until full ethical approval has been
obtained.

SECTION G: Intended Participants

Ifthere are no participants then do not complete this section, but go directly to section H

"Who are the Intended participants:
ves | no
1 [ Students or staff at the University? 0| =
2| Adults (over the age of 18 and competent to give consent)? 0| =
3 [ Vuinerable aduts? 0| =
4| CAlGren and Yoting Peopis under the age of 187 (Consent from Parent, Careror | o | @
Guardian wil be required)
5 | Prisoners? 0| =
6| Young offenders? 0| =
| Those who couid be considered fo have a paricularly dependent relationship wih || 3
the investigator or a gatekeeper?
8 | People engaged in llegal activiies? 0| =
Chers. Please Indicate e paricipants below, and speciically any group Who
9 | may be unable to give consent.
Detals of any ofher paricipant groups: o| =
‘The questionnaires are conducted with managers and construction workers which
are not part of above categories.

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

How many participants are
expected?

11| Who will the participants be? | Construction Managers and Construction workers
Fow wil you identy the

10 20

12 | participants? “The particiants ae dentifed based on voluntary particpation
Tnformation for pariicipants:
ves | No | wa
" | VI ¥ou describe The man research procedures 1o parllpants i

advance, 5o that they are informed about what to expect?
14 | Willyou tell participants that their participation is voluntary?

15 | Will you obtain written consent for participation?
Wil you explain 1o paricipants hat refusal to paricipate In The

w|lo|e|e|efs
o|lo|o|ojofo
o|le|o|olofo

16 | research will not affect their reatment or education (i relevant)?

7 | e research is observational, will you ask participants for heir
consent to being observed?

75 | Wil you tel parliipanis thal Trey may wihdraw from the research a

any time and for any reason?
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With questionnalres, Wil you give paricipants the opion of omiting

19 | questions they do not want to answer?
7o | Wil you Tl partcipants that thei data wil be reated with all
confidentialty and that,if published, it will not be identiiable as theirs?
1 | VT you debrief particpants af the end of helr parcipation, n a way o o o
2ppropriate to the type of research underiaken?
22 | IfNO to any of above questions, please give an explanation
Information for participants: ves | no | wa
24 | will participants be paid? ] ® )
25 | Is specialist electrical or other equipment 1o be used with participants? | 01 = O
"Are tere any Tinancial o other Interests 1o the Tnvestgator or
26 | University arising from this study? = 2 =
7 | W The research aciviy Involve dellberately rsleading pariopants m | 5 S
any way, or the partial or full concealment of the specific study aims?
28 | If YES to any question, please provide ful details
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researchers and/or the University, and the steps that will be taken to address them.
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1| otk masent comptot nd g Yo Tw
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T research activity may include sensitive, embarrassing or upsetting topics (e:= sexual activity,
drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give
3 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 illegal is discovered ip the caurse of a project, it may
e et ot s
Dl e o vt syl et
B
o | Pt prenihett sty physict b, motanal e, ko scusaion of
et oot e
g ot e e
P kst s P ————
Pyt
iecionre v Barng seves
e e
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[ ooas yourresearen i you o s comess coneae? LB B[ E
TV 5438 g8 T SOTETE T T s UBar ol
6 | available, please write “Pending"; in this case any ethical approval will be
e e s et oo
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SECTION I: Feedback, Consent and Confidentiality

T

Foodback
What de-briefing and feedback will be provided to participants_how will ths be done and when?

“The feedback wl be provided at the end of the research n wrtten form via emall

7 Informed consent
Describe the amangements 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 legisiation.

Prior o data ollection alparticipants are informed about mplication an the Information s expained dearly before
providing consent.

3 [ Confidentiality 7 Anonymity

Set out how anonymity of participants and confidentialty will be ensured in any outputs. If
‘anonymity is not being offered, explain why this is the case.

Panticioants have the ootion to remain anony, their names willnot be mentioned dinthestudy, |





image34.png
Q
N PG2/ E1 FORM

SECTION J: Data Protection and Storage

Doss e research acivily InvoWe personal data (as defined by the General
Data Protection Regulation 2016 “GDPR" and the Data Protection Act 2018 Yes | No
“DPAY)?

“Personal dafa” means any iformallon relaing o an 1dentiied or [Ierlable
natural person (‘data subject). An dentifiable natural person is one who can
be identified, directly or indirectly, ia garticular.b reference to an identifier

1| such as & name, an identification number, location data, an onine identifier or | &1 =
o one or more factors specific o the physica, physiological, genetic, mental
economic, cultural or social identity of that natural person. Any video or audio
recordings of participants is.cansidered.ta b personal data.

If YES, provide a description of the data and explain why this data needs (0 be collected:

e

Doss i involve specal category data (as defined by the GDPR)? Yes | no

"Special calegory data” means sensiive personal data. o Tformation as

fo the data subjects'

(a) racial or ethnic origin,

(b) polttical opinions,

(gt religious beliefs or other beliefs of a similar nature,
3 | (d) membership of a trade union (within the meaning of the Trade Union and Labour o =

Relations (Consolidation) Act 1992),

(e) physical or mental heaith or condition,

() sexual life,

(g) genetics,

(h) biometric data (as used for ID purposes),

TVES, provide a descripton of e special category daa and expian why s data rieeds o be

colleted
0

'Will data from the research activity (collected data, drafts of the thesis, or[ YES NO

materials for publication) be stored in any of the following ways?
5 | Manual files (ie: in paper form)? E E
| University computers? o[ O
7 | Private company computers? o o
8 | Home or other personal computers? 0 E
9 | Laptop computers/ CDs/ Portable disk-drives/ memory sticks? o o
10 | “Cloud" storage or websites? O O
" [Oher— speciy o o

For all stored data, explain the measures In place 1o ensure the securlty of he data collected, data.
12 | confidentialty, including details of backup procedures, password protection, encryption,
anonymisation and pseudonymisation:

s d i used forthe fles with l the data ncludingbackup orocedu

Data Protection

Wil the research activity involve any of the following actvites: ves | No

13 | Electronic transfer of data in any form? o =
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Sharing of data with olhers at the University outside of the Tmmediate research

1 | team? e L
15 | Sharing of data with other organisations? ERE
16 | Exportof data outsde the UK or importing of data from outside the UK? 0 | =
17 | Use of personal addresses, postcodes, faxes, omalls, or telephone umbers? | 0| @
16 | Publicatio of data thal mgh alow identicalon of ndviduals? 0 | =
79 | Use of data management systom? EREE
20 | Data archiving? R
21 | Listal who wil have access t the dala genraled by the research aclily:
72 | ST who i have corfrolof, and a5 GUstodn(s) or, data generated by The research aciviy:
R Gare
G Gefall of daa Slorage arrangements, REIUAng SECUrTy measures Ty pace o protect e Gata,
23 | where data willbe stored, how long for, an in what form. Will data be archived - fso how and if
not wh
The dota vl tored oTorger T necesay
7 | Fease Tate ryour Gata wirbe sored T The UWTSD Research bata Reposlar (oee
bitos:researchdala uwtsd ac.uid )1 so, please explain. (Most relevant to academic saff)
Confirm Thalyou have read the UTTSD GUIGaNGE on dala mamagement (568
25 | b s s dlarosears iaracanely ves [
Confirn Tha you are aware Thal you reed To keep aldata Unil aier your
26 | research has completed or the end of your funding YES el
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SECTION K: Declaration

The information which | have provided Is correct and complets to the best of my knowledge. | have|
attempted to identify any risks and issues related to the research activty and acknowledge my|
obligations and the rights of the participants.

In submitting this application | hereby confirm that | 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: b wulsd goukresearchirgsearcholiicy)
Date: 1071072022
1 | signature of appticant: | g
For STUDENT Submissions:
Direcior of Date: 1011072022
2 | O Anupam Mazumdar, Dr Dudley Ofori
3 | signature:
For STAFF Submissions:
| Acadenic Director Assstart Date:
Dean
5 | signature:

Checklist: Please complete the checkist below to ensure that you have completed the form according to the.
quidelines and attached any required documentation

& | I'nave read the guidance notes supplied before completing the form.

& [ Inave completed ALL RELEVANT sections of the form i ful

[ T confirm that the research activiy has received approval n principle

& | Inave attached a copy of finallinterim approval rom external organisation (where appropriate)

= | Ihave attached a full isk assessment (where appropriate) ONLY TICK IF YOU HAVE
ATTACHED A FULL RISK ASSESSMENT

@ | 1understand that it is my responsibity to ensure that the above-named research actvity will meet
the Universit's Research Ethics and Integrity Code of Practice.
1 understand that before commencing data collection ll documents aimed at espondents

& | (including information sheets, consent forms, questionnaires, interview schedules etc.) must be

confirmed by the DoS/Supervisor, module tutor or Academic Director.

RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during ts processing must be in writing and emailed to

‘oaresearch@uwisd ac UK , with the tlle ‘Ethical Approval followed by your name.
You will be informed of the outcome of your claim by email therefore,
University and personal email accounts regularly.

important that you check your

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

This form is available electronically from the Academic Office web pages:

bitos:/www.uwisd. ac uidacademic-office/appendices-and-forms/
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