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[bookmark: _Toc134345166]Introduction.
Every element and level of society, including interpersonal relationships and commercial practises, were impacted by the COVID-19 pandemic. Organizational and workplace habits have changed significantly over the past few years as a consequence of the pandemic (Carroll & Conboy, 2020). According to Davison (2020), COVID-19 has caused the majority of workers worldwide to alter their job schedules. Responding to the new working conditions employers are constantly coming up with new ideas to increase the output of their distant workers. As a result, a substantial number of employees have embraced online working as a new, adaptable way to work. Flexible, remote working has been essential to the survival of many companies, and it appears safe to say that it will continue (Hamour et al.,2023). 
Many weaknesses and challenges that have existed in business for a very long time were exposed by the COVID-19, especially regarding how to conduct daily activities from the standpoint of real-world to virtual interactions. Businesses can decide which roles require face-to-face interaction and which do not, as well as to what degree, with the new way of working (BGG,2020). Over the past century, a number of studies on organisations and organisational life have been conducted, such as those by Meyer and Rowan (1977), Ritzer (2005), or DiMaggio and Powell (1983), which have yielded important findings in the field of business organisation (Alvesson & Spicer, 2019). Generally speaking, it has been observed that rationalism has caused businesses to gradually become less human in their pursuit of efficiency, putting employees' sense of identity and relationships with others in peril (Gill, 2019). Both internal and external intangible capital have been found to have an impact on corporate efficiency and, as a result, economic development (Rico & Cabrer-Borrás, 2020). Being successful and productive are two different things from being present. Companies may have tacitly linked performance to presence in the past, but the arrival of remote working has forced them to reconsider this idea. Performance management is a more complicated matter compared to effective productivity assessment. Companies must recognise that many roles' daily responsibilities and performance expectations have changed considerably because of workplace changes brought on during the pandemic. One of the keys to successful performance management is modifying productivity and performance standards to represent the shifting roles and to update company performance goals as a result from the shifting social and economic environment (BGG,2020). The health, resilience, and well-being of employees are vital to the continued operation and achievement of success (Poulsen & Ipsen, 2017). The majority of employees and managers were unfamiliar with the concepts of remote work, distributed teams, and distance management when nations around the world enacted lockdowns because of the COVID-19 pandemic in the spring of 2020. Despite the reality that many jobs include management and remote work, this is still the case (Vargas,2020).
According to (Adele, 2020) , the increased attention being given to the implications of working from home on employees and their well-being during the pandemic, pressure managers to better understand how to direct and supervise across distances to support their employees' mental health and performance. Studies on working from home or telework, show that it has benefits like flexibility, convenience, autonomy, confidence empowerment, and increased productivity (Hesketh & Cooper, 2019; Bailey & Kurkland, 2002). But it might also lead to emotions of isolation and loneliness (Hertel, 2005). Therefore, working from home has both positive and negative aspects. According to Hesketh & Cooper (2019), in order to enable workers to perform to their full potential, distance management requires the capacity to demonstrate trust and to empower people. Additionally, effective performance requires effective communication abilities, the capacity to recognise needs, foster a sense of community and closeness, and the flexibility to use various strategies based on the circumstances facing the employee (Jones & Gorell, 2012). 
Hesketh & Cooper (2019) believe that  management involves the ability to show trust and to motivate people in order to enable them to achieve to their full potential.  Effective performance additionally involves being capable to recognise requirements, promote a feeling of community and closeness, and be flexible enough to adopt different tactics depending on the situation the employee is in. Knowledge workers need to be carefully managed and provided with beneficial working and employment conditions because knowledge-intensive labour relies on "human capital," which cannot be managed and controlled like traditional physical capital (Alvesson, 2004).
Practitioners and researchers have intentionally developed recommendations for how business entities might support their employees in the new ways of working through times of difficulty in order to reduce isolation and support their well-being during the COVID-19 pandemic. Gartner (2020) claims that managers were primarily concerned about the performance of employees who were working from home during the epidemic, although supervisors of knowledge-based positions have received less attention than employees. As organisations debate whether and how to continue working from home after COVID-19 continues, it is critical to understand how managers handled the unexpected transition to distance management and what adjustments will be needed for them and their organisation to lead as distance managers. 
The purpose of this research is to are to examine the implications of the structural change in working patterns following COVID-19, as well as the effect this event had on organisational performance, from the manager's point of view. The study may provide insight into how organisations should respond to and benefit on these experiences. This is crucial for managers who must implement and oversee new working practises as the popularity of telework and working from home increases.
[bookmark: _Toc134345167]Literature review.
[bookmark: _Hlk129337293]The way that employees view their jobs has changed since COVID-19. specifically due to the epidemic's need in home-based employment. This forced many people to adapt to their new working environment. As lockdowns in many countries caused people to home-school their children while also working, the majority of employees were forced to learn new ways to manage work and family duties as well as get accustomed to new means of communication and human interaction (Caligiuri et al., 2020). The organisational abilities needed to handle the social, psychological, and emotional pressure were lacking among both employers and employees. In order to implement human management strategies that also emphasise employee satisfaction and productivity it is important to take into account how leadership roles work (Manuti,2020). These strategies are closely related to an organization's capacity for adaptation. Knowing that a company's human capital is its most essential investment, this crisis has had a significant impact on human resource management, redefining how employees view and interact with their workplace. In the past, researchers have looked at how employees view their professions in terms of levels of enthusiasm, commitment, satisfaction, and organisational performance. Due to the COVID-19 outbreak, businesses have been compelled to make unanticipated changes, such as instituting remote working, reducing hours, and even terminating staff. These measures have significantly impacted how employees feel about their job security and social isolation (Costa, 2022). Employees are often quite resistant to changes in how the organisation works, even though the majority of research acknowledges that they play a big part in determining whether work progression is successful or unsuccessful (Pollard,2001). They worry that these improvements might lead to an increase in workload, additional responsibilities, or even a change in working dynamics. Yet, when a business delivers favourable job adjustments, staff members could view this as an opportunity for both personal and professional development. They might develop a positive attitude towards the work itself and have a positive impact on job performance (Long, 2013). 

1.1. [bookmark: _Toc134345168]Leadership and organisational performance.

According to Meiryani et al., (2022), the pandemic outbreak has made clear how important leadership style is to enhance company performance. The performance of the business can improve significantly if employees are If workers are efficient and produce high-quality work, corporate performance can considerably increase. Leadership significantly affects how engaged individuals are at work. The primary distinction between a leader and a manager, according to Faulks et al. (2021), is the function. For each team member to reach their full potential, the leader actively pursues what is in their best interests as an individual. Traditional management differentiates itself from modern management by an orientated strategy with quite distinct implications.  It places a greater emphasis on the company's financial potential and the market. Organizational members' behaviour is influenced by the behaviour of the leaders. Leaders have the power to assess members' performance and decide whether to promote them, while also serving as a role model for the organisation (Lai et al., 2020). Leaders should act morally and provide a good example for their teams for this reason. Employees will then follow their ideals and good behaviour (Zhuang et al., 2022). This is but one example of how managers can affect their workforce. A natural leader must also foster company culture and shared values, as well as earn the respect and trust of their team members (Slavkovi et al., 2021).  According to Pawirosumarto et al., (2017), only the leadership style has a positive and significant impact on employee performance. Despite the fact that organisational culture and work environment, can significantly impact job satisfaction, leadership has been demonstrated to have a direct impact on performance. The efficiency of the professors, support staff, and pupils is directly correlated with the efficiency of the school principal. As a result, each employee's performance is greatly influenced by the principal's leadership style. Imran et al. (2020) found a strong correlation between leadership and work performance. Attempts by leaders to uphold or strengthen their position may have a negative impact on employee performance, as demonstrated by Humborstad et al. (2014). The task of managers during COVID-19 was difficult, just like that of the workers, according to Kirchner et al. (2021). Many of the managers had never done any remote work before the pandemic. As stated in Zheng et al., (2020), leaders have the important task of offering resources for employees in order to inspire and engage them through processes of role modelling. Motivating staff is the main responsibility of leaders. They achieve this by encouraging employees to put the organization's mission first and prioritise team interests over individual ones (Meiryani et al., 2022). The company culture and experience also have an impact on leadership (Hurduzeu, 2015).

1.2. [bookmark: _Toc134345169]Corporate culture impact on leadership.

According to Wan et al., (2020), the unofficial organizational culture has a strong and profound impact on how people think, act, and engage in economic activity. Corporate culture is regarded as a widely used social control mechanism. The quality of a person's motivation and psychological wellbeing can be affected by the social environment and interactions with other people (Jo et al., 2020). A fundamental component of performance management is believed to be organisational culture. Employees are recognized as the most valuable resource for a business since they interact with customers and competitors directly (Tulcanaza-Prieto et al., 2021). Corporate culture was seen by Doukas and Zhang (2021) as a crucial intangible asset of a business. It also gives the company a competitive advantage. Additionally, the organization's efforts to uphold ethical business behaviour are reflected in its efforts in developing a strong corporate culture. Organizational culture was described by Tulcanaza-Prieto et al. (2021) as a collection of distinct aspects that vary between organisations, such as traditions, conventions, guidelines, symbols, ideologies, beliefs, rituals, and myths. According to Nwibere's (2013) research, corporate cultures that are entrepreneurial, innovative, and liberal have a significant impact on democratic leadership style. They discovered that the Laissez-Faire leadership style was significantly influenced by, among other things, collaborative and creative company cultures. Autocratic leadership principles have been demonstrated to be massively affected by hierarchical and constructive organisational cultures. All of these facts imply that business culture affects organisational leadership. That being said it is evident that achievement and support cultures have a significant beneficial impact on employee engagement in the public sector, but power cultures have a significant negative impact, according to study by Brenyah (2017). According to research by Allen (2010) and his Person-Environment (P-E) Fit Model, organizations that foster cultures that are in line with their members' ideas may retain and engage a larger portion of critical personnel, which proves that corporate culture has significant impact on the work engagement of employees. On the basis of the research by Purwanto (2020), it is feasible to reach the conclusion that business culture and transformational leadership have a positive impact on work performance both directly and through creative labour practises. It means that the more positive the manager's leadership styles, and organisational culture are, the better the company's innovative work behaviour and work performance will be. Hidayat (2017) came to the conclusion that corporate culture variables have a favourable impact on employee performance. Uddin et al. (2013) suggest that there is a strong correlation between business culture and financial success. Polychroniou and Trivellas (2018) found a positive association between cultural strength and company outcomes in terms of internal performance. On the other hand, a company's performance suffers when there is a culture imbalance. A business's innovation culture can either support its sustainability orientation or work against it, according to Jin et al. (2019). This result is supported by studies like Praditya (2020), Zuraik and Kelly (2019). The corporate culture considerably enhances both job performance and the psychological capital traits of self-efficacy, optimism, hope, and resilience (Luo et al., 2017). Psychological capital is the link between organisational culture and worker performance. The results of this study have some implications for management tactics that use corporate culture to improve employee performance and psychological capital. The results of hypothesis testing show that Leadership, Organizational Culture, Work Motivation, and Job Satisfaction all directly affect Performance. However, according to Arif et al. (2019), leadership and work engagement may mitigate the impact of corporate culture on employee job performance because these elements do not directly change the organisational mechanism.

1.3. [bookmark: _Toc134345170]Correlation between working from home and organisational performance.

In their study on the topic from 2008, Martnez-Sánchez et al. looked into the relationship between teleworking and organisational performance. The findings demonstrated a positive correlation between teleworking and organisational success. Working from home has a positive and powerful relationship with organisational success, according to Miebaka et al. (2018). Another viewpoint holds that teleworking decreases employee interaction, which manifests as a lack of communication and a shift in attitude towards work (Morilla-Luchena et al., 2021). Over time, this negatively affects organisational performance (Greer & Payne, 2014). Additionally, Malti (2020), and Wang et al. (2021) stated that working from home has an effect on both workload and employee performance. Furthermore, Wu and Cheng (2020) presented the findings of a national study to evaluate the performance and workload of remote workers. The results show that a three-hour weekly increase in working hours results in a reduction in employee performance because of mental and physical strain. According to Malti (2020), and Wang et al. (2021), working from home influences both workload and employee performance. Wu and Cheng (2020) presented the findings of a national study to evaluate the performance and workload of remote workers. The results show that a three-hour weekly increase in working hours results in a reduction in employee performance because of mental and physical strain. Research by Felstead and Henseke (2017) claims that remote workers are more dedicated to the organisation, putting more effort, and have higher levels of job satisfaction.
Furthermore, Elshaiekh et al., (2018) states that self-disciplined and self-motivated employees prefer to work remotely either to be close to their family or to avoid issues related to social isolation (2018). Yet while working remotely, issues with time management, social isolation from co-workers, and a change in daily routine are frequently encountered. Also, managing work hours at home may be difficult and destructive to family ties (Elshaiekh et al., 2018). Almost 60% of parents want to work remotely exclusively, according to Jansen (2023). Similarly, 37% of parents choose a hybrid arrangement over working from home full-time. 62% of respondents indicated they would quit their jobs if they were unable to continue working remotely. Management mistakenly assumed that employees who were absent from the office were not actually working prior to the outbreak, but the epidemic has disproven their assumptions. With the freedom to set their own work schedules, it is generally accepted that employees who work from home are more productive (Sharma et el.,2022).


1.4. [bookmark: _Toc134345171]Implementing new technology and organisational performance.

Performance supported by technology depends on a user's capacity for innovation. Hence, innovation boosts performance (DiLiello & Houghton, 2008). However, people can be triggered by an inability to deal with new technologies in a healthy way, according to Mushtaque et al. (2022). Using technology can be stressful, especially when new technology is adopted or existing technology is improved (Tarafdar et al., 2010). Hence, information and communication technology are a direct or indirect cause of technostress. The cause, however, may alter depending on the environment of use (Pirkkalainen et al., 2019). Most managers fail to recognise technostress danger, and personal vulnerability to it, despite the fact that the level of stress that employees can tolerate varies greatly depending on the situation. This can impact organisational performance, (Olasanmi, 2016). Khan et al. (2016) made a similar claim on how technostress affects organisational performance. He claims that it causes employees to feel exhausted, and burned out, which negatively impacts organisational performance (Ayyagari et al., 2011). However, while some researchers revealed a favourable (Hung et al., 2011) or no link between technostress and organisational productivity, some data indicated a negative relationship between the two (Tarafdar et al.,2015). Employees who view telework as beneficial are more likely to feel committed to the company and put forth more effort to get superior results (Vayre, 2019). Similar to this, workers have stated that they believe telework improves productivity because commute times and workplace distractions are eliminated (Akbari & Hopkins, 2019; Hopkins & McKay, 2019). As a result, according to Vega et al. (2015)'s research, remote workers believe they can perform their jobs more efficiently because this format allows them to concentrate more on them. In this regard, it has been shown that the following qualities are necessary for telework to lead to improved job performance: less co-worker interruptions, a peaceful workplace at home, and the capacity to balance time between home responsibilities and work more effectively (Nakroien et al., 2019). According to Jackson and Fransman (2018), family interruptions, social isolation, and less connection with co-workers all have a negative impact on productivity, which is why working remotely does not always result in an increase in performance. Similar findings from studies carried out during the pandemic have been found. The everyday home responsibilities connected to teleworking during the pandemic, according to Abdel Hadi et al. (2021), positively correlate with emotional weariness, which in turn negatively correlates with workplace performance. On the contrary, Ipsen et al. (2021) found that the advantage of teleworking during the pandemic was the increased work efficiency.

1.5. [bookmark: _Toc134345172]Work engagement and performance.

According to Meriyani et al. (2022), employee performance is described as effort and output at the workplace, by following a strategy while concentrating on a particular result. The length of the workday, stress levels, workplace environment, and physical demands of the job are only a few examples of the broad and individual aspects that influence how successfully a job is accomplished (Wakaizumi et al., 2021). In an unpredictably changing environment, businesses cannot maintain consistency in their performance. Stress caused on by the unpredictability of the outside environment negatively impact work effectiveness (Saleem et al., 2021). As stated in Meiryani et al., (2022)   the main element that may influence a company's success is employee performance.  Significant amount of the difference in performance can be attributed to all facets of organisational culture (Sengottuvel and Aktharsha ,2016). According to Saleem et al., (2021), employees' work performance declined as a result of the pandemic. On the other hand, because staff members were compelled to quickly adjust to the new, quickly evolving conditions, it resulted in an improvement in adaptive skills. Employees who worked remotely reported that their productivity was largely influenced by their personality, but also by the organisational context, which included elements like training, organizational culture, technical support, leadership style, financial and HR support while working remotely (Savovic et al., 2021). In response, Meriyani et al. (2022) discovered that, during the pandemic, leadership style had little influence on staff productivity, but that working remotely seemed to have a big impact. Working from home can create unpredictable work schedules because each member of the team works independently. Goals and priorities vary from person to person, such as caring for children or elderly relatives. According to Phillips (2020), this makes it possible for everyone to appreciate one another's circumstances and can promote empathy among team members.  It is essential to comprehend the principles of motivation because it is believed to have a significant impact on how employees behave. So, it is essential that managers have a fundamental understanding of how members are driven in order for them to effectively fulfil the criteria of the roles they occupy (Lai et al., 2020). Extrinsic motivation does not lead to enjoyment of the activity. It is the outcome of external factors that spark action. A financial incentive that significantly increases productivity, especially in physical labour. Yet, that is not a universal standard. As stated in (Majerova et al., 2021), the unique characteristics of the employee profile must therefore be considered when developing a motivational system. Motivation has a favourable impact on job engagement (Van Tuin et al., 2020). According to Zheng et al., (2020)., there is a motivational approach by which work engagement develops. he claims that easily accessible work resources help employees manage the demands of their jobs and maintain enthusiasm and dedication. Neuber et al. (2022) assert that highly engaged workers provide outstanding job results. Work involvement can operate as a mediator between self-confidence and work performance, according to research by Inam et al. (2021).
[bookmark: _Toc134345173]Research Method.
The research strategies and methods are based on the problem model. Additionally, the researchers' ontological and epistemological assumptions, or philosophical perspectives, play a significant role in the method they select at each stage of the research process. According to some authors, such as Guba and Lincoln (1994), the issue of what paradigm is best for a given researcher's study is more crucial than the subject of research methodology. As stated in Khaled (2022), philosophy conversations on "what to know" or "what is worth knowing" and "how to know" are referred to as ontology and epistemology. 
Saunders, Lewis, and Thornhill (2003) determine that the first layer of the research process onion is research philosophy. They recognise four perspectives: positivism, realism, interpretivism, and pragmatism.  
Positivism represents a strategy based on natural science; objective reality; a highly structured process; the researcher is an unbiased analyst from the outside, while the interpretivism is a paradigm for social science that relies on subjective reality and a loosely structured approach in which the researcher constructs meaning from the environment. Realism shares some characteristics with positivism, such as the existence of large-scale social forces and processes and shared interpretations of reality, but it also shares interpretivism's view that people must be examined and understood in the context of socially constructed meanings and interpretations, or subjective reality. Pragmatism is the newest addition in this classification. It contends that the research issue is the most significant factor in determining the epistemology, ontology, and axiology because one may be more appropriate than the other for addressing particular questions.  
[bookmark: _Toc134345174]Data Collection and Analysis.
The questionnaire for this study was delivered to participants via WhatsApp, and data were gathered online using Microsoft Forms. In terms of ethical consideration, all research participants provided their free and informed consent before having their responses used in this study. Within ten days of their interview, participants have the option to leave the study without providing a reason. The researcher individually contacted each research subject to obtain their permission before releasing their name, position, and organisation after weighing the possible repercussions. The purpose of the study was to better understand human behaviour and look at the types of cultures that can foster user empathy. The study approach aims to evaluate the facts, provide understandings of the problem's features, and provide alternative solutions. According to the interpretive research philosophy, a basic, inductive research methodology was applied in this study. This implies that the study is observational, and that scale and scope were not used to produce complexity but rather gather detailed and individual data on which to base the findings. Inductive analytical approaches were utilised to allow concepts to arise from the data as it is being arranged in order to look for patterns and connections. Goal-directed sampling was used to identify and choose research participants with first-hand professional experience using design as a tool for business strategy.  When study participants declared that they do not collectively possess the necessary experience, they were replaced by more qualified volunteers within their organisation. The qualitative data collected from the interviews was examined using analytical method. Thematic analysis was employed as the best method for capturing the complexity of meaning within the data collection.  The study main objective was to compare the perspectives, observations, and thoughts of the research participants using conceptual analysis to look for trends in the data.
The participants were advised to contact the researcher if they needed help or had inquiries about the survey. Using Information and communication technology software provided by their companies, employees with remote working status handled responsibilities like sales, administration, and education. This expanded my knowledge and proved that the workforce could conduct remote work. The respondents worked in a range of businesses, such as the food and beverage, wholesale, transportation, and educational sectors.
A convenience sampling technique was used for the selection the process, with a focus on the businesses that mostly use remote work modes for their existing operations. The questions were distributed online to workers who were permitted to work remotely for companies engaged in a range of private and public economic activities during the COVID-19 pandemic.
47 percent of the respondents were male, with 53 percent of the respondents being female. Respondents between the ages of 31 and 40 made up the majority of the sample, followed by those between the ages of 41 and 50, those under the age of 30, and those above the age of 50, with respective percentages of 43 percent, 29 percent, 18 percent, and 10 percent. In the study, a variety of participants were reached, which probably provided a better knowledge of the final results and allowed for a more accurate generalisation of the findings. I conducted research using a structured questionnaire to test the hypotheses that were put forth. Three distinct components made up the questionnaire. Demographic details of respondents, including age, gender and level of education, were placed in the first section, followed by the constructs of the independent variable and dependent variables. 
After completing the demographic section, the participants scored the second section of the survey with "yes" or "no" responses, and the third and final section using the format chosen: a five-point Likert scale, with 1 representing "strongly disagree" and 5 representing "strongly agree." 
[bookmark: _Toc134345175]Results.
As shown in the Chart 1. below, prior to the pandemic only 37% of the participant stated that they have been working from home before, the rest 63% never worked from home.

[image: Chart, pie chart

Description automatically generated]
                Chat 1.
More than half of the contributors enjoyed working from home (57%), while the rest 43% stated that working from home was not enjoyable experience. This might relate to the absence of comfortable working space, as 68% of the participants stated that they have no dedicated working space available in their homes, while only 32% confirmed to have one (Chart 2).
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                   Chart 2.


In terms of working from home productivity, as shown in Chart 3., male participants felt they are productive enough in comparison with the female contributors which stated that they productivity decreased during the working from home period.


 Chart 3.
This might have strong corelation with the next question: ‘Was anything holding you back from completing your work?’, as the female participant agreed strongly with this notion, while the male contributors stated that they had no considerable issues completing their work as shown in Chart 4.


[bookmark: _Hlk133588105]          Chart 4.


When asked how confident they feel while working remotely both genders responded that they are confident enough that they are executing their responsibilities in acceptable conduct, as shown in Chart 5.



[bookmark: _Hlk133588209]          Chart 5.

Most of the female participants stated that they have had many distractions while working from home, while the male contributors felt they have been more distracted then usual but not excessively in comparison with the female participants (Chart 6).



             Chart 6.



As represented in Chart 7., both genders agree that they had been some technical issues preventing them to work without interruption, however not strongly precented. 



[bookmark: _Hlk133589078]         Chart 7.



In terms of leadership communication, male and female agree that the communication through the working from home period was more complicated if they were working physically in the office, as shown in Chart 8.


[bookmark: _Hlk133589260]          Chart 8.

The majority of the male participants stated that they were clear regarding their work objectives for the day, while the female participants were not so confident (Chart 9). They have had more difficulties to stick to the schedule in comparison with the male contributors, who had no major issue organise their time (Chart 10). 


[bookmark: _Hlk133589444]      Chart 9.



     Chart 10.

When asked how comfortable they fell while web conferencing, male and female participants agree that the comfortability level was not too challenging, and they felt comfortable telecommunicating, as shown in Chart 11.



     Chart 11.



[bookmark: _Toc134345176]Assumptions and limitations.
There are two explanations for the study's limitations. Prior to the COVID-19 epidemic, employees who regularly worked remotely had been compared with the "new" remote workers, despite the consistency of the sample being also accepted. Future investigation, however, would highlight differences between participants who were remote workers and the ones who hadn't previously worked remotely. I believe that the sample structure was not a problem because, under normal conditions, the remote working mode is not usually accepted by companies, particularly when considering the method of collection. Second, the COVID-19 pandemic provided a special setting for remote work that was more comparable to a crisis than a typical situation. Future studies could also look at other factors that influence remote work, like self-efficiency. This construct mostly derives from individual attitudes unrelated to the social setting, which simultaneously lessens the requirement for social support to provide satisfying job outcomes. In the context of work-home interaction, the importance of these aspects increases in particular. A deeper understanding of how social support and self-efficiency affect job outcomes would result from the simultaneous analysis of these two factors. When managers assign more work when employees are working remotely, the potential for social support can act as an "invisible" shield, confirming the presence of burnout effects. Last but not least, similar to many other research efforts, this emphasized the effect of remote work for businesses while giving less weight to the benefits for remote workers. Human safety and wellbeing have been emphasised in recent research on remote employment. This makes it possible to do a future integrated analysis that compares the advantages for both on site and remote employees.
Work-home interactions have been linked to lower levels of work engagement, according to Listau et.al., (2017) studies. The research findings supported the theory that, when working remotely, challenging work-home interactions had a negative impact on employee engagement. The implemented measurement scale revealed that high levels of negative work-home interaction brought on by remote working will result in a decline in the dedication factor of work engagement. Positive home-work interactions did not, however, show a statistically significant correlation with remote workers' job performance. This outcome is not unusual; Patel et al. (2006) also reported the absence of negative consequences on job performance.This result was related to the context of high stress as a requirement for keeping a job, though the effect has not been identified in the context of remote working. The introduction of remote work during the COVID-19 epidemic caused uncertainty and increased pressure on employees to maintain their performance in order to keep their jobs safe. Job performance was negatively impacted also by loneliness. The study discovered that loneliness had a detrimental effect on work performance but not on job engagement. These results provide evidence to the argument that loneliness, as an internal psychological condition, is more closely related to engagement than to job performance since engagement is more of a psychological concept than job performance. According to research executed by Brown et.al., (2023), work-home interactions have been linked to lower levels of engagement at work. The study's findings supported the theory that, when working remotely, work-home interactions had a damaging impact on employee engagement. The implemented measurement scale reviled a decline in the commitment aspect of work engagement. This can be attributed to a high amount of unsatisfactory work-home interaction brought on by remote working. Although the effect has not been identified in the context of remote working, this result was related to the context of high stress as a requirement for maintaining a job. During the COVID-19 pandemic, the introduction of remote work caused employment instability and put pressure on workers to maintain performance in order to keep their jobs safe.
[bookmark: _Toc134345177]Conclusion.
The Covid-19 pandemic has had a significant impact on working patterns, as many organizations were forced to change their operations to remote work or hybrid models. These structural changes have the potential to affect organizational performance in a number of ways. Remote work can lead to increased flexibility, improved work-life balance, and reduced overhead costs for organizations. It can also enable organizations to tap into a wider pool of talent and reduce geographical barriers to recruitment. However, remote work can create multiple challenges in terms of communication, collaboration, and team structure. In order to overcome these challenges organizations may need to invest in new technologies and communication platforms to ensure effective collaboration among remote teams. They may also need to rethink their performance metrics and management practices to ensure that remote workers are being evaluated fairly and objectively. In addition, the shift to remote work may have an impact on employee engagement and well-being. Isolation, lack of social interaction, and difficulty separating work from home life can all contribute to employee burnout and reduced productivity.
Although working from home can offer many benefits, including increased flexibility and autonomy, it is important to recognize that it can also present unique challenges, particularly for women who may be juggling multiple responsibilities and roles. It is important for employers to consider these challenges and provide support and resources to help all employees successfully navigate remote work.
The research found that, females are more affected than males by working from home on employee productivity in comparison to man. The investigation suggested that women may face certain challenges when working from home that men may not. Findings have shown that women often take on a greater share of household and caregiving responsibilities, such as childcare and eldercare, which can make it more difficult to balance work and personal obligations. This proved to be particularly challenging during the COVID-19 pandemic, when many schools and childcare facilities have closed, and families are spending more time at home.

The results of this study can be very beneficial for both workers and businesses who are just starting to use the working from home concept. By offering empirical evidence for the organisational adaptation theory, the study adds to the body of knowledge on organisational behaviour. During the pandemic work became a demanding activity for everyone as staff were struggling to maintain a high quality of services, whether in person or remotely. While some employees might have been energised, others might have felt overlooked. When considering current and future routes for staff, leadership should keep flexibility and grace in mind as we reflect on previous times and the lessons from COVID-19.
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Survey/interview questions



1.	Please state your age and gender.
2.	Please state your level of education
3.	Please state your current job role.
4.	Have you ever worked remotely before?
5.	Did you enjoy working from home?
6.	Did you have a dedicated working space at home?
7.	How confident were you feeling while working remotely?
8.	Did you have many distractions during the day?
9.	Did you often have technical difficulties with remote communication tools?
10.	Was there adequate communication from your teammates and team leaders?
11.	Were your work objectives clear each day?
12.	Have you been able to stick to a work routine or schedule?
13.	How comfortable are you with web conferencing?
14.	Was anything holding you back from completing your work?
15.	Were you as productive at home as you were at the office?
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Were you productive at home as you were in the office?

Male	Category 1	4	Female	Category 1	3	


Was anything holding you back from completing your work?

Male	Category 1	2.5	Female	Category 1	4.5	


How confident were you feeling while working remotely?

Male	Category 1	4	Female	Category 1	4	


Did you have many distractions during the day?

Male	Category 1	3	Female	Category 1	5	


Did you often have technical difficulties with remote communication tools?

Male	Category 1	3	Female	Category 1	3	


Was there adequate communication from your teammates and team leaders?

Male	Category 1	2.5	Female	Category 1	2.5	


Were your work objectives clear each day?

Male	Category 1	3	Female	Category 1	2	


Have you been able to stick to a work routine or schedule?

Male	Category 1	4	Female	Category 1	3	


How comfortable are you with web conferencing?

Male	Category 1	3	Female	Category 1	3	
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society, and the use of this stock of knowiedge {0 devise new applications”. AS such this covers actvites
Undertaken by members of staff, postgraduate research sudents, and both taught posigraduate and
undergraduate students working on dissertations/projects.

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

Ethical approval is not required for routine audts, perfomance reviews, quaity assurance studies, testing
‘within normal educational requirements, and Iterary o artistc critcism.

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 appiication.

SECTION A: About You (Principal Researcher)

T Jruame Petar Evoeiey Korov
2 | Tekalboes tatasy. | emverof st o [ 5
un Juate S ) mmmme o Pﬂslﬂ;‘i;:msfnml o
T
Dacpine/cente uwrsp
o+ [cammis

B |Euetes 1919086@student unsd ac uk

6 | Contact Telephone Number:

07446121417
For swgents:

7 | Student Number: 1912086

8 | Programme of Study: BA Business Management

9| Director of Studies/Supervisor: | Md Sadeque Imam Shakh
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'SECTION B: Approval for Research Activity

PG2/E1 FORM,

1

Fias the research aciviy received approval n principe?
(please check the Guidance Notes as fo the appropriate:
‘approval process for diferent levels of research by different

categories of indvidual)

YES

T Ve, please idicate source of
‘approval (and date where known):
Approval in_principle must be
btained from the relevant source.
prior to seeking ethical approval

Date
Research Degrees Commitiee o
Institute Research Commitiee o
Cher (write in) o

SECTION C: Internal and External Ethical Guidance Materials

Please Ist the core sthical guidance documents that have been referred (o Gung the complsion of
this form (including any discipine-speciic codes.of research ethics, location-specific codes of
research ethics, and also any specifc etfical guidance relafing to the proposed methodology).
Please tck to confim that your research proposal adheres to these codes and guideiines. You may

‘20d rows to this table if needed.

UWTSD Research Ethics & Integrity Code of Practice ®
2| UWTSD Research Data Management Policy ®
3| fList any other refevant documents here] o

SECTION D: External Collaborative Research Activity
f there are external collaborators then you shouid gain consent from the contact persons o share their
personal data with the universiy. If here are no extemal collaborators then leave this section blank and
continue to section E.

T wstaton
7 [ Conac personrame
| Contactperson emai addiess
T[T yourresearoh extermally and=a” Y (O [ W [ ®
[ Are youn receitofa KESS seholarshi? Yes [0 [ wo | &
5 [/e you specitcall empioyed o | Valunary ves [0 [ no [ ®
o incerake s research m siner a
7| paid o voluntary capacity? Employed YES o No L]
s the rescarch beina underiaken | FVES then e
within an existing UWTSD Athofa | permision question
Professional Leaming Partnership below does not need. = & o =
@pLey tobe answereg
9 | Has permission to undertake the (If YES attach copy)
research has been provided by the | N0 he appication | YES | O | o | O
parier organsation? canot contiue

Where research activity is carried out in collaboration with an external organisation

10

e —r— e R A
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17 es, please attach a copy of any final approval (or nterim approval)fom the organisaton (I,
may be a copy of an email i appropriate).

SECTI

ION E: Details of Research Activity

Structural changes in working patters after
ndicative tte: Covid19, impact on organisational performance.

Proposed startdate: | December 2022 Proposed end date: april 2023

introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response o the.
points below:

|Purpose of Research Activity

|Proposed Research Question

|aims of Research Activy

Objectives of Ressarch Actvity

Demonstrate, brefy, how Existing Research has informed the proposed activty and explain.

What the research actvity wil ad o the body of knowledge.
|How it adresses an area of importance.

Purpose of Research Activity
[T purpose of tis research is the folowing:

=" To dentiy how the sructural changes in the working paters s sffacing organizstons.
* To cvaluate the challenges managamen s facig.
+ To estimate the impact of rganisational performance during and afer e panderic.

7o propose recommendations regarding the snuctral changes in the working pattems to enhance
|organisatonal perormance.

Research Question

| e following number of research questins are adressed intis stucy:
+ Howhas managers ol changed?

+ What are the changes in employee’s behaviour and how are they impacing organisatonsl
performance?

« Are there any diffrances between employees who work ramotaly and employees who work in offce?

 Whatwas he impact of remate working on organisationa performance?

15 remote working more sustainabie?

[Aims of Research Activity

| T sim o i study i to ofer insighis from the perspeciives of managers and investigats the mplicstions of
[t structural change n e working paiems afier COVID- 18 a5 well a5 the impact this event had on
|organisatonal perormance.

Objectives of Research Activity
| The COVID- 10 spicemio sfsctad svery sspect and level of sosisy. insluding 2053l rlstonships and businass|
practices. As s result of the pandamic, rganizstional and workplaoe practioes have undergone sgnifcant

| Shanges over he st ew years. Most workers worgwite have changad her work schedles s & resut of
|COVID-15. 1t ha becoms sommon for smployers to develop new ategies o nerass the prodctuiy of

e remote employees. Dus to i, 2 large number o personnel ave adopted remote working 35 2 flexbe

July 2021 3 P2 Etical Approval Fomn
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rew method of operating Tis ed 1 e 3d0pton of new management practoes and changes i stuctural
|changes in working paters.
(i b should xpand 3 you ype)

Proposed methods (maximum 600 words)

| T resesren sistegies and mathocs s based on the problem mode!. Addiionaly, theresesrehers'onioogics)|
|ans epistemolopicalassumotions. o shilosepical perspecties. lay 3 siaificant role i tne method ey selaci
[ats2ch stage of i researoh process. P=Phiosophy conversations on “what t know” o “what s worth knowin'|
|and “how 1o know are referrd 1 2 ontoloay and epistemoiony.

7
(i b should expand 2 youtype)
Location of research activity
Ukoniine
8
(i b should expand 2 youtype)
[Research activity outside of the UK
If research activity wil take place overseas, you are responsible for ensuring that ocal ethical
considerations are complied with and that the relevant permissions are sought. Specity any local
louidelines (e.g. from local professional associations/leamed societies/universities) that exist and
| whether these involve any ethical stipulations beyond those usual in the UK (provide detaiks of any
licenses or permissions required). Also specify whether there are any specifc ethicalissues raised
by the local context in which the research actvity is taking place, for exampl, partcular cuftural
|andior egal sensitvties or vinerabilfies of partcipants. I you fve n the couniry where you will do
the research then please state ths.
o
s b shouid expand a5 you ype)
Use of documentation ot in the public domain: Are any documents NOT | o )
10 | publicly availabie?
YES o
7 es. please provide details here of Now you Wil gain access [0 speciic documentation that 1 not
in the public domain and that this isin accordance with the current data protection law of the
countryin question and that of England and Wales.
"
(i box shouid expand a5 you type)
Does your research relate (o one o more of the seven aims of the Well being.
of Future Generations (Wales) Act 20157 ves | wo
12 | A prosperous Wales R
13 | A resiient Wales I
14 | A nealtiier Wales ERIE]
15 | Amore equal Wales 0| ®
16 | AWales of conesive communities o=

iy 2021 4 P2 Ethical Approval Fom




image12.png
Prifysgol Gymru

University of Wales. PG2/E1 FORM,
Tinty Sait Devis
17 | A Wales of vibrant culture and thrving Welsh language ERIE]

18 | A globaly responsible Wales 0| ®
19 | I VES to any of the above, please give detals:

(i b oo

32 ou e

'SECTION F: Scope of Research Activity

Will the research activity include: YES | no
1| use of a questionnaire or similar research instrument? ® | o
2| Use ofinterviews? o=
3| use of focus groups? o=
4| Use of partcipant diaries? ERIE]
5| Use of video or audio recording? ERIE]
6| Use of computer-generated log fles? o=
7| Participant observation with their knowiedge? o=
5| Partcipant observation without their knowledge? ERIE]
| AcEees o personal o contdental ot wihou e paicparts spee 5o
"o | Administraion of any questions, Test Smul, presentation that may be 5o
experienced as physically, mentall or emofionally harmiul / offensive?
11| Performance of any acts which may cause embarrassment or affect seffesteem? | 0 | &
12 | investigation of particpants involved in ilegal actiities? o=
13| Use of procedures that involve deception” ERIE]
14| Administration of any substance, agent or placebo? ERIE]
15| Working with ive vertebrate animals? o=
16| Procedures that may have a negative impact on the environment? ERIE]

Oiher primary data colection methods. Pleass indicats e Type of daia colection
method(s) below.
Detals o any other primary data collection method

“The questionnsir for this stdy was deiersd fo paricipants via WhstsApp. and dats
‘were gatherad onlie using Micrsot Forms. In tems of thical consideration, all research
partiipants provided thir rse and informed consent befors naving ther responses used
in s study. Wiiinton days of thir inferview, pariipants have the option t leave e
Sy wihoutprovicing & rason. The ressareher mdiidusly sontacied Sach research ® | o
‘Subject o obtan their permission before releasing thef name, posiion, and organisation

r weighing the possibl reparcussions. The purpose of the Study was o batier
nderstand human behaviour and look at he types of cuures thatcan fostr user
‘empatny. The study spproach ams o Svalusta he facts, provide understandings of the
problemts features, and provde aftematve soluions.

s b shoud expand as v tyoe)
July 2021 5 P2 Etnical Approval Form
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PG2/E1 FORM,

11NO to every question, then the ressarch actiiy is (etically) low risk and may be exempt from some of the.
following sections (please refer o Guidance Notes).

1 YES to any queston, then no ressarch activity should be undertaken i ful ethical approval has been
obtained.

SECTION G: Intended Participants

fthere 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 a the University? ERIE
2| Adults (over the age of 18 and competent to give consent)? ® | O
3| Vuinerable aguits? ERIE]
4| Children and Youna People under the age of 187 (Consent from Parert Careror | 1 | g
‘Guardian wil be required)
5 | Prisoners? 0| ®
6 | voung oftenders? ERIE]
| Those who could be considered to have a paricularly dependent refatonship wih | 1| g
the investigator or a gatekeeper?
& | People engaged n ilegal activies” 0| ®
Others. Please indicate the paricipants below, and speciically any group Who
' | may be unable to give consent.
Detalls of any other participart groups: o|m
i b should expand 2 you tyoe
Participant numbers and source
Provide an estimate of the expected number of partcipants. How wil you identiy participants and
how wil they be recruited?
How many participants are
10 | expected? 7
s b shouid expand a5 you type)
A converience samping technique was used for the selecion the
proess, wih 3 fosus on the businessss that mosty uss remote work
= icipants be? | modes o their existing operstions. The quesions were disirbuted
41 | Who wil the paricipants bE? | Jic'so workers who were permitad to work remotely for companies.
‘engaged in a range of private and public economic actites during the
‘COVID- 18 pandemic.
s b shouid expand a5 you type)
47 percent of the respondents were male, with 53 percent of the
respondents being female. Respondents between the ages of 31 and 40
12 | How wil you identity the made up the majorty of the sample, ollowad by (hose betwasn the ages.
partcipants? O 41 and 50, those under the age of 30, and those above the age of 50.
with respecive parcentages of 43 peroent, 20 percent, 18 peroert, and
10 percent

July 2021

s P2 Etical Approval Fomn
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=B S e = 7]

Trforation or paripARe:
o ves | no | wa

Wil you Gescilbe he a researeh procedures o parepants o

13 | avance. o tha they ae nformed apout what 1o ekpect? ® oo

74 | Wit you el panicpants that her partcipation s volutary? ® (oo

15 | Wit you obtan witen consent for partcpaton? ® [0 o

<o [TVl you explin o paricpant Tl rfusalTo pariepale mhe PO R
rescarchwil not afet i reaiment o educaton ( reevanty?
i rosearcn 1 observatonal wil you 3k paricipant or thei

7 | consent o being abserved? ® |ojao
Wil youtel parispants thal ey sy wihdraw rom Th researc af

8 | any tme and orany reason? ® |ojao
Wil questonnaites.wilyou G parteans e opon o oG

19 | questions thy do not want o answer? ® oo

20| Wil you tl patcipant that ek data wi b Teated wit - o o
confgentalty and tat. f publahed. i wilnot b idenifabl 55 thers?

[ Willyou bt paricpants at he end of et paricpation. maway | g3 | 5 |5
approprite o the type of research underiaken?

22 [ 1O toany o above questons, please gve an explanation
Information for paricipants: = L L

24 | Wil paricpants be paa? o [® o

25 | 1s specialist elecical o other equpmentto be wsed wih parpan? | 0| @ | O
e ers ay fnancial o Glher nrost o e Tvesigator o

2 | Universy arising from tis study” L I

| Withe researen actiy voive deberaehy mseagng paricpanis | [ @ |
any way. o the partal o ull conceaiment f e speci sty aims?

28 [ 1 YES to any question, please provide ful detais

o shout

SECTION H: Anticipated Risks

Outiine any anticipated risks that may adversely affect any of the participants, the.
researchers and/or the University, and the steps that wil be taken to address them.

11 you have completed a full isk assessment (for example as required by a laboratory, or extemal
research collaborator) you may append that to this form.

Yes [0

1 | Full rsk assessment completed and appended? e

Risks (o participants.

2 | For example: sector-specific health & safety, emotional distress, financial isclosure, physical harm,
transer of personal data, sensitive organisational information

iy 2021 7 G2 Etical Approval Form
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Risk 1o partcipants: Tiow you TGS T R B pariopans
(tis boxshouid expan 32 you tyoe)
i box shouid expand s you tpe)
TF Tesearch activity may include sensive, embaiTassing of Upsefing (opics (e.g. sexual actviy,
Grug use) or issues kel to disclose nformation requirng further action (e.g_criminal actvity), give
3 | detads of the procedures to deal with these issues, including any supporiadice (e.g. helpline
numbers) to be offered to participants. Note that where appicable, consent procedures should
make i clear that if something potentialy o actualy ilegal is discovered i the course of a profect,
itmay need to be disclosed to the proper authorties.
i box shovis expand < you tpe)
Risks fo the investigator
4 | For example: personal health & safety, physical ham, emoional distress, isk of accusation of
harm/impropriety, confict of interest
Risk 1o th Investigator Fiow you wTGa e Tk B P Tvesiga
i box shouis expand < you tpe) tis box shouid expand 5 you tpe)
5 | University/nstitutional risks
For example: adverse publicty, inancial loss, data protection
Risk 1o the Universiy: o you wTGa e Tk & e Unverssy
i box shovis expand 2 you tpe) i box shouid expand s you tpe)
> [Environmental rsks
For example: accidental spilage of pollutants, damage to local scosystems
Risk to the environment: How you i mibgate th ik & anviomment.
i box shovis expand 3 you tpe) tis box shouid expand 5 you tpe)
Disclosure and Barring Service
7The research aciviy ivoives chidren or vulnerabie aduls, 3 Disciosurs
‘and Barring Service (DBS) certficate must be obtained before any. ves | No | wa
contact with such particpants.
7 | Does your research requie you to hold a current DB Certicate? ERIEEREE
TTVES, please give the certiicate number f the cerficate number s not
& | available please write “Pending"; inthis case any ethical approval wil be:
subject to providing the appropriate certicate number.
'SECTION I: Feedback, Consent and Confidentiality
T [Feedback
‘What de-briefing and feedback will be provided to partcipants, how wil this be done and when?
i box shovid expand < you type)
7 [informed consent

July 2021 s P2 Etical Approval Fomn
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obtained and recorded in accordance with prevailing data protection legisiation.

Describe e arangements to Inform polential paricipants, before providing consent, of what s
involved in partcipating. Describe the amangements for partcipants to provide full consent before.
data collection begins. f gaining consent i this way is inappropriate, explain how consent will be

i box shouis expand < you tpe)

3 [ Confidentiality | Anonymity

‘anonymity is not being offered, explain why this is the case.

Set out how anonymity of paricipants and confidentialty wil be ensured in any outputs. If

i box shovis expand 3 you tpe)

SECTION J: Data Protection and Storage

Doss the research actity Invoive personal data (as defined by e General
Data Protection Regulation 2016 “GDPR” and the Data Profection Act2018 | YES | NO
“DPA?

“Personal data” means any informalon relating (o an identiied or dentiiable
natural person (data sublect). An identifable natural person is one who can
be identified. diectly o inirectly. in partcular by reference to an identifer

1| such as a name, an identifcation number, location data, an online dentifer or | £ o

o one or more factors specifc o the physica, physiological, genetic, menta,
‘economic, cuturalor social dentity of that natural person. Any video or audio
recordings of partcipants is considered to be personal data.

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

2
i box shovis expand < you tpe)

Does it involve special category data (as defined by the GDPR)? ves | no
“Special category data” means sensitve personal Gafs conaiing of Hormaon 33

tothe data subjects’~

(a) racial o i origin,

) poticalopinions,

{c) efcious belifs o other beliefsof a smilr nature,

3 | (&) membership of  rade union (within e meaning of the Trade Urion and Labour | £ o

Retatons (Consatstion) Act 1957,

(2)physicalor mental heaithor coniton,

0 sexual e,

(g) genetics,

() iometris dta (s used for ID purposze),

1f YES, provide a description of the special category data and expiain why this daa heeds 10 be
collected:

4
i box shovis expand 3 you tpe)

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

5| Manuai fies (ie. in paper form)? = El

6 | university computers? ] =

July 2021 s P2 Etical Approval Fomn
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Private company computers?

Home or other personal computers?

Laptop computers/ CDs/ Portable disk-dives! memory sticks?

0

o| o| o o

“Cloud" storage or websites?

1"

Other — specify. o

El
®
=
®
®

ey

2

For all siored data, explain the measures in place (o ensure the securty o e data collected,
confidentialty, including detais of backup procedures, password protection, encryption,
anonymisation and pseudonymisation:

o shouts expang

Data Protection

z
3

Wil the research activity involve any of the following activies: =

13

Electronic transfer of data in any form?

4

‘Sharing of Gata with others at the University outside of the immediate research
team?.

s

‘Sharing of data with other organisations?

1

Export o data outside the UK or importing of data from outside the UK?

17

Use of personal addresses, postcodes, faxes, emais or telephone numbers?)

[

Publcation of data that might allow identficaton of individuals?

18

o|o|o(o|o|o|a

Use of data management system?

Data archiving? o

2

1 YES to any question, please provide full detais, explaining how this will be conducted in
‘accordance with the GDPR and Data Protection Act (2018) (and any intemational equivalents,
‘where appropriate):

box shouts expand

Listall who wil have access o the data generated by the research actviy:

i box shouid expand < oo tpe

23

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

box shouts expand se you )

Give etals of data storage arrangements, Incuding securty measures In place o protect e Gata,
‘where data will be stored. how lon for, and in what form. Willdata be archived — if 5o how and if
not why not.

box shouts expang

) G2 Etical Approval Form
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PG2/E1 FORM,

o [ Please imdicate your data Wl b= sored it the UWTSD Research Data Reposiony (505
hitps Jresearchdata uwsd ac.ukd)._If so please explain. (Most relevant to academic staff)

i box shovia expand < you tpe)
“Confirm that you have read the UWTSD guidance on data management (see

26 | itps:Jiwww.uwisd.ac ukfibraryresearch-data-management)

“Confirm that you are aware tat you need to keep al data untl after your
27 | research has completed or the end of your funding

July 2021

PG2 Ethicsl Approval Form.
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SECTION K: Declaration

“The information which | have provided is correct and complete {0 the best of my knowledge. | have
attempted to identiy any risks and issues related to the research actvity and acknowledge my.
obligations and the rights of the participants.

In submiting this application | hereby confirm that | undertake to ensure that the above named
research activity wil met the Universit's Ressarch Ethics and Integrty Code of Practice which is
published on the website: tps:/www uwisd ac uklresearchiresearch-sthics/

. Date:03.05.2023
1 | signature of applicant: Phsoncr
For STUDENT . jons:
Director of Date: 03.062023
2 = Md Sadeque Shaikh
3 | signature:
For STAFF Submissions:
| Academic Diector Assitant Dater
Dean
5 | signature:

Checkist: Please complete the checklist below to ensure that you have completed the form according to the
quidelines and attached any required documentation:

& | 1 have read the guidance notes supplied before completing th form.
& | 1 have completed ALL RELEVANT sections o the form in full.

@ | 1 confim thatthe. activiy has approval in pri

| 1 have attached a copy offnalinterim approval from extema organisaton (where appropriate)
1 | nave atached a fu risk assessment (wnere appropriate) ONLY TICK IF YOU HAVE

ATTAGHED A FULL RISK ASSESSMENT

& | | understand tht t s my responsiiltyto ensure that the above named research actity will mect
the University's Research Ethics and Integrity Code of Practice.

| understand that before commencing data collection all documents aimed at respondents
8 | (including ino shests, forms, questi , ntervi ete) mustbe
confimed by the DoS/Supervisor, module tutor or Academic Director.

RESEARCH STUDENTS AND STAFF ONLY

All communications relating to this application during s processing must be in writing and emaied o
Daresearch@uvtsd ac.uk , with the ftie Ethical Approval followed by your name.

‘You wil be informed of the outcome of your claim by ema; therefore it is important that you check your
University and personal email accounts reguiary.

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

“This form i avalable electronically from the Academic Office web pages:
httpe:/www. uwtsd ac.ul/academic-offcelappendices-and-foms!

sy 2021 2 P2 Etical Approval Form
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