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ABSTRACT 

 

Learning and Development as a tool for building Employee Engagement: a 

study about the English language sector in Ireland 

by Cleber Sardinha Ribeiro 

 

This research seeks to investigate whether learning and development can be a tool for 
building employee engagement. To do so, the study will focus on the English language 
sector in Ireland, especially on the views of English as a second language teachers in 
the emerald island. The dissertation is organised into these three topics: learning and 
development, employee engagement, and ESL teachers. In the literature chapter, an 
overview of the theories about these three topics is contrasted to the Irish reality, as it 
is the scope of this work. Based on the Saunder’s et al (2019) ‘Research Onion’, the 
methodology of this investigation utilises a multi-method to collect and analyse the 
data. A questionnaire was sent to ESL teachers in Ireland, and based on their answers, 
the qualitative analysis helped reaching some of the findings and conclusions. Another 
conclusion found in this research is that ESL teachers in Ireland claim to be engaged, 
although some aspects would not necessarily lead them to it. This research aims to 
contribute to debate of the ESL teacher formation in Ireland, as well as how teacher 
engagement can be achieved through learning practices in this sector. This study 
reached to some conclusions, such as that learning and development are not the only 
way of engaging employee, but they can surely contribute to engage and motivate the 
professionals of the language education sector in Ireland. 
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CHAPTER 1 – INTRODUCTION 

 

1.1. RATIONALE OF THE STUDY 

 

Learning is part of the natural evolution of mankind. Throughout the life cycle, people 

are constantly learning something, whether it is through a formal or an informal 

process. In the corporate environment, the action of learning is combined with the 

concept of development. Learning and Development (L&D) is a mainstay to Human 

Resources practices inside organisations. According to Armstrong and Taylor (2014), 

L&D refers to the actions that an organisation takes in order to guarantee knowledge, 

skills, and engagement to their staff, based on their needs.. And it is usually 

incorporated withing the HR department’s duties (CIPD, 2015). Therefore, L&D is a 

key element to be studied by those who are interested or work in the HR area. 

Together with L&D, Employee Engagement (EE) has been fundamental in a world of 

constant change and challenges. Workplace makes part of people’s lives and any times 

spent there has to be meaningful for employees and for employers as well. There are 

many definitions of EE, which will be presented in Chapter 2. However, regardless 

which definition one should take to try to understand the Employee Engagement 

phenomenon in corporate environment, it is crucial to observe that most of the 

definitions or construct have, as some sort of prerogative, the association with 

performance. It is through a workforce engagement that an organisation, among other 

varieties, can track their results, measured by what and mostly how they show their 

labour. In this context, it is possible to identify how L&D can be connected to EE. In 

other words, analysing whether the former can lead to the latter is fundamental. 

All things considered about L&D and EE, it is important to put them into a context. 

To do so, this research will focus on English as a second language (ESL) teachers in 

Ireland. The English Language industry is a very profitable market, especially for 

English-speaking countries. The USA, Canada, Australia, New Zealand, the UK, 

Ireland, and South Africa are the most known top destinations for international 

students who want to learn or improve their skills of the language of the internet, of 

the movie industry, of the music world, etc. 
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According to MEI (Marketing English in Ireland), after Brexit, in which the UK left 

the European Union, Ireland became the most important destination to learn English 

within this continent (The Pie News, 2020). Therefore, it is definitely a sector to be 

reckoned in terms of financial profits for the country as a whole. So, the rationale of 

this study is to focus on the relation between Learning and Development (L&D), and 

Employee Engagement (EE). This relation will be contextualized by having the 

English language education (ELE) sector in Ireland as its subject. And, even more, not 

only general English teachers, but those who specifically work with English as a 

second language (ESL) in the emerald island. 

 

1.2. THE IMPORTANCE OF THE STUDY 

 

The importance of L&D relates to some key aspects for the HR area. From the 

perspective of the employee, L&D provides a life-long learning experience, continuing 

the learning process that many employees had had at school, college, or university, 

before or while working in a company. Secondly, L&D plays a significant role for 

organisations. When L&D programmes are delivered with innovation, they increase 

productivity and reduce the time for the workforce to learn and acquire skills (BITC, 

2019). 

To Berger and Berger (2004), L&D is an intangible way of rewarding employees 

through opportunities that not only teach them something valuable, but also invest in 

their motivation, engagement, and the retention of talents. When an organisation 

invests on their staff members, these professionals will surely take it as a ground for 

growth and continuum learning. When it comes to new generations, this becomes even 

more evident. A survey done by LinkedIn with Generation Z professionals showed 

that 94% of them would remain longer in the same organisation if there would be any 

investment in learning and development to boost their careers (BITC, 2019). 

Connected to L&D, EE surges in the HR scene as something that goes beyond the 

motivational fact. And this is a concept that cannot be taken for granted. The 

oversimplification of the term employee engagement is a wrong attempt to pigeonhole 
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workers basically on a message to motivate someone to stay longer in an organisation, 

and it is a danger in belittling the true engagement idea (Cheese, 2014). The 

development of an employee goes further than that. It is something holistically done. 

Learning and development practices that focus on engagement have to be integrated 

into organizations’ strategies when managing people in a holistic and inclusive way 

(CIPD, 2019b). 

Researching about the ESL teachers being engaged through L&D practices may bring 

some thoughts and questions to these professionals and to this sector in Ireland. Then, 

this study will help organisations of this sector to rethink their teacher formation. To 

do so, this research seeks to point out aspects and reasons why the ESL teachers in 

Ireland may be engaged as employee at their workplace. Bedarkar and Pandita (2014) 

say that EE does not have to a single action taken by organisation, but, fundamentally, 

it should be considered as a culture of learning and improving staff continuously. And 

this should not be different in the ELE sector. 

 

1.3. STRUCTURE OF THE STUDY 

 

This dissertation comprises 8 chapters. Chapter 1 is this introduction, which presents 

the topic, highlights the rationale of the study, and its importance. Chapter 2 is the 

literature review, which presents the up-to-date research in the studied areas of this 

work, and the relation of these previous studies to the object of this research. Chapter 

3 states the research question, as well as proposes two hypotheses. It also identifies 

and explains the objectives of this study. The methodology is what chapter 4 is about. 

It describes how this research was conducted and which research methods and 

techniques were taken to investigate the topic of this study. Chapter 5 displays the 

findings of the collected data, together with some analyses. The discussion of the data 

comes in chapter 6, and it represents the researcher’s view over the investigated topic. 

Chapter 7 features a conclusion of the study and points out some recommendations for 

future studies. The personal statement about the learning process of this research is 

demonstrated in chapter 8. Lastly, the articles, books and other references are listed in 

the bibliography. 
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CHAPTER 2 – LITERATURE REVIEW 

 

2.1. INTRODUCTION 

 

This chapter aims to present some literature review and some research on the topics of 

Learning and Development (L&D) and Employee Engagement (EE). There are three 

parts that critically analyse how the literature review is related to these studies. 

The first part of this chapter will show some definitions of concepts such as learning, 

development, and learning and development together. The second part of this chapter 

discourses about Employee Engagement. The third part of this chapter presents how 

L&D and EE are inserted in the English language sector in Ireland. To close this 

chapter, there is a Conclusion about these topics in the literature review. 

 

2.2. LEARNING AND DEVELOPMENT 

 

2.2.1. Definition and Components of L&D 

 

Learning and Development (L&D) has an important role for companies which are 

inserted in a globalized and competitive market. Armstrong and Taylor (2014) 

establish that L&D is constituted of four components: learning; development; training 

and education. It is necessary to take a closer look at two of these components in here: 

learning, and development. The first one is understood as a means in which a worker, 

through a formal method of learning, flourishes their knowledge, abilities, and 

behaviours, combining this last one with their own experience (Armstrong and Taylor, 

2014). In its turn, development is related to the worker’s growth of their potential, 

usually trigged by educational and learning involvement (Armstrong and Taylor, 

2014). Development entails a broader concept, as it refers to the acquisition of skills 

and knowledge through multiple means, through interventions learned formally or 

informally, and through experience (CIPD, 2021a). 
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Since the 1970s, organisations have given emphasis to the educational element through 

their HR practices (Gunnigle, Heraty and Morley, 2017). Many HR researches use the 

term ‘training and development’ to refer to these practices. However, they are distinct 

concepts. Whilst training is an intervention that is based on a specific content, usually 

provided by an instructor, which guides learners to develop skills or change behaviour; 

learning, in its turn, refers to a process that is based on work, it is self-directed, and 

aims for an increasing potential adapted to several working situations (CIPD, 2021a). 

This distinction makes a huge difference when it comes to understanding L&D. In the 

current fast-paced business world, employees cannot only depend on their companies 

to provide learning opportunities to them. Instead, it has to be one’s aim to keep 

professionally progressing. And this is what the concept of Learning embraces more 

than the term Training. Thus, Learning and Development fits perfectly in this scenario. 

 

2.2.2. The importance of L&D and how it is inserted in the Irish context 

 

Ireland is an example of a country that faces a transformation of the learning process 

at workplace. Learning, which once was traditionally focused on second and third level 

studies, now has been evolving as workers constantly change from one job to another 

in their professional careers (Accenture, 2020). It calls the attention to companies to 

the fact that employees are looking for their own professional growth, and due to that, 

searching better places to make their careers. Then, it is crucial to any organisation to 

think of L&D as something attached to the business strategy. 

The objective of the L&D strategy is to enhance performance in both individual and 

organisational levels, reaching corporate targets (CIPD, 2015). This being sad, it is 

important to point out that L&D strategy has replaced the ‘old tradition’ that 

companies had to just offer training to their staff because of regulatory compliance 

requirements. Its importance goes beyond this simple fact. 

A survey carried out by the Business in the Community Ireland (BITC, 2019) showed 

that 77% of Irish HR directors claimed the talent scarcity in their labour market as a 

threat to organisations. In this very same document, it is suggested that companies 
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must conduct their L&D actions in a holistic way, which will culminate in developing 

talent and retaining essential professional skills in their talent pool (BITC, 2019).  

The importance of L&D is clear, especially to the HR studies. In times of competitive 

market, L&D has become a top priority for HR departments which aim to seek and 

retain best performers (Berger and Berger, 2004). This constant competition has 

compelled organisations to reinvent their working routines, to rethink their strategies. 

And learning is definitely connected to a mind-set changing. To Peters (2019), a 

worker goes through four zones in their professional evolution: comfort; fear; learning; 

and the last one, growth, as shown in the figure below: 

 

Figure 001 - “Leaving the comfort zone”, by Peters (2019, p. 129) 

This mind-set change has positive effects on the businesses. The impact of L&D 

strategies in an organisation is clear. To Gillis (2019), human capital has become 

essential to the current era, demonstrating the value of L&D through the engagement 

and the performance of the learners at workplace. Whether it is in Ireland or in any 

other country, organisations are bound to attach their own progress to their workforce’s 

professional development. 
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2.2.3. Evaluation of Learning and Development practices 

 

When an organisation evaluates the quality and the effectiveness of their L&D 

practices, through formal or informal methods, it can be seen as an intention of aligning 

these practices to their performance and strategy (CIPD, 2020b). And both 

performance and strategy make part of any company’s evaluation.  

Just like other activities, L&D have to be strategically thought and planned. Trainings, 

through courses provided by the organisation, and learning actions, such as the 

experience gained at the workplace, must be included in a plan that aims for an 

outcome. It is exactly in this intentional plan that lies the importance of evaluating 

L&D. Armstrong and Taylor (2014) suggest that the importance of evaluating learning 

in an organisation is to assess how effective planned activities were as well as to 

demonstrate which improvements have to be done so that the learning process may be 

totally efficient. In other words, just like mentioned above, as L&D should be inserted 

in the business strategy, the assessment of these practices has to be done throughout 

the whole process, from its start and even after its end.  

Although the importance of evaluating L&D is quite clear in many HR research 

studies, in reality, things may be a little different than the theory. A CIPD report from 

2019 showed that only 22% of the surveyed L&D practitioners are really looking 

forward to improving the way they collect and analyse data about L&D practices 

(CIPD, 2019a). And even more surprising, another CIPD report from 2021 showed 

that almost a third of those who were interviewed confess they do not evaluate their 

company’s L&D practices and activities (CIPD and Accenture, 2021).  

One possible reason for this lack of evaluation of the L&D practices may be related to 

a financial aspect. Yet some companies tend to take learning and development of their 

staff as an expenditure, rather than an item of investment of their business strategy. To 

effectively participate in the development of the business strategy, L&D professionals 

ought to be aware of financial aspect, and this can help them in the decision regarding 

the value of the business and employee engagement (CIPD, 2020a). 
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2.3. EMPLOYEE ENGAGEMENT 

 

2.3.1. Definitions of Employee Engagement 

 

Employee Engagement has been making part of the studies and research about the 

Human Resources field. Nonetheless, its definition, that once was not fully 

consolidated in the academic area, started to become mainstream in the studies about 

management through the years until the present time (CIPD, 2021b). Some definitions 

analyse the psychological aspect. For instance, to Kahn (2017), Employee Engagement 

is a way that organisations control their staff’s work roles to make them reach a 

physical, cognitive, and emotional expression while performing. According to a CIPD 

factsheet, this psychological state has been predominant in the academic literature 

(CIPD, 2021b). 

Somehow connected to this psychological definition there is an emotional one, coined 

by the Hewitt Associates. The Hewitt Associates (2004, referred by Bedarkar and 

Pandita, 2014) outline engagement as an emotional and intellectual state that makes 

employees commit to their organisations through three principles: Say (a positive 

employee’s voice about the organisation), Stay (the employee’s intention to be part of 

the business group), and Strive (employee’s efforts and actions to help the organisation 

achieve their success). 

Another important definition of EE was made by the Utrecht University group. To this 

group of researchers, Employee Engagement is understood as ‘work engagement’, a 

state of mind in which workers demonstrate vigour, dedication, and absorption in their 

working routine, and this is an opposite concept of burnout (Schaufeli and Bakker, 

2004). This definition is also called job-demands-resources (JD-R) model (Borst et al., 

2019). In addition, many articles and journals refer to this definition when they 

examine issues regarding EE. 

When defining EE, some researchers tend to associate it to the term motivation. 

However, some others point out that these are two different constructs. Schaufeli and 
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Bakker (2004) see motivation as a process in which the input of job resources leads to 

engagement and, consequently, to low turnover intention.  

Bakker (2011, referred by Budriene and Diskiene, 2020) delineates motivation as an 

action to drive someone to achieve specific goals, while engagement is not restricted 

to that, as it goes beyond by providing immersive cognition, energetic performance 

levels. The CIPD (2021b) understands motivation, together with organisational 

identification, and organisational commitment, as one of the elements that a holistic 

employee engagement strategy should focus on. This research shares these 

differentiations between motivation and engagement, by understanding engagement as 

something bigger than motivation. And this view will be expressed throughout this 

thesis. 

 

2.3.2. Employee Engagement and its relation to Learning and Development 

 

Developing the employees’ capacities may be a key element for companies to perform 

positively. In an industry research report about Irish companies, Gillis (2019) points 

out how L&D may bring value to the right use of the human capital, culminating in 

engagement and better performance. 

Opening up to a European context, by analysing a post-Brexit scenario, the CIPD 

(2017) shows that some executives claim that EU employees are not occasionally 

willing to be developed or promoted, and it could be portrayed as the absence of 

confidence or reluctance to have a calm and stable life. These data may indicate that 

employees are not interested in developing their careers. Besides, it could be a proof 

of the need of implementing EE actions. 

Developed workers are able to recognize their organisation’s efforts to invest on them. 

Developing personal careers is fundamental for retaining and engaging, and it would 

be better be an action directly connected to the business goals (CIPD, 2020a). 

Therefore, L&D can be positively seen by employees as a move from organisations 

towards their performance, development and, consequently, engagement. 
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It would be an old-fashioned mindset to believe that employees are merely looking for 

higher salaries, when choosing a company or even to stay longer in an organisation. In 

a competitive professional market, employees also strive to find better places to spend 

most of their week hours. To Berger and Berger (2004), in order to reach motivation, 

engagement and talent retainment, organisations have to treat L&D as a reward, 

together with advantageous salaries and other worthy benefits. 

The association of L&D and EE may bring a step ahead to the HR practices for 

companies in the current uncertain working scenario in the world, and even in Ireland.  

 

2.4. L&D AND EE IN THE ENGLISH LANGUAGE SECTOR IN IRELAND 

 

2.4.1. Learning and Development of English language teachers 

 

Just like any company, ELTOs (English Language Teaching Organisations) select, 

train, and seek to retain the best professionals for their talent pool. ACELS 

(Accreditation and Coordination of English Language Services) is the Irish body 

responsible for inspecting and recognizing whether ELTOs in Ireland are obeying the 

Quality and Qualifications Ireland (QQI) standard for ELT (English Language 

Teaching). According to ACELS, to be an ESL teacher, one needs to hold one of the 

following qualifications: CELT; CELTA; Trinity TESOL; NUI ELE Certificate; QQI 

Certificate in Teaching English as a Second or Other Language (TESOL) – NFQ level 

7 (Special Purpose Award) (ACELS, 2021). 

ESL teacher training in Ireland is offered by many schools and colleges, obeying the 

rules established by ACELS and MEI. However, most of the compulsory qualifications 

required to be an English teacher in Ireland have one to two months length. The point 

in here is not to belittle one or another qualification, so much so that they are provided 

by worldwide recognized centres, such as the University of Cambridge (which offers 

CELTA). Nevertheless, when comparing these qualifications with those provided as 

university courses (Bachelor’s, Post degree, Master’s, and Doctorate), it is quite clear 
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the difference in terms of specialization, of realistic practice and depth in studied 

content. Teaching is a profession that demands more and more preparation. 

Teachers are professionals that have to be constantly updated on their respective areas. 

And when it comes to teaching English language, especially when it is a second 

language, it requires even more preparation. As Harmer (2007) says, competent 

English teachers have to be well qualified. This qualification requires loads of tasks 

before, during and after their classes. Being a teacher is an activity that is continually 

preparing materials, and making plans for a specific target or goal, and it takes a lot of 

the teacher’s daily basis time (Sari, 2021). The act of teaching is not summarized only 

by what is done in classroom. It goes beyond that. 

Preparing teachers, in general, is not a process with an ending. On the opposite, 

teachers are employees that must be trained and prepared for their daily basis practices 

over and over. The OCDE points out, among many key recommendations, that Irish 

educational organisations have to provide teachers lifelong learning opportunities 

(OCDE, 2019). So, if Ireland wants to keep on being the top destination for 

international students to learn English, the development of its teachers has to be of 

utmost importance. 

The complexity of the teacher formation (and in here, this term is stronger than 

‘teacher training’) involves many aspects that are related to the teachers themselves, 

to the classroom and their learning objectives, and, finally, to the students. In a booklet 

about Continuing Professional Development (CPD) Framework, the British Council 

(2017) shows in an illustration this complexity about teacher formation: 
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Figure 002 - Continuing Professional Development (CPD) Framework for teacher educators (British 
Council, 2017, p. 5) 

 

As shown in this illustration, teacher education involves some layers, such as the 

foundation of knowledge, followed by engagement, having integration as the next step, 

then specialisation, reaching quality in teacher education as its final stage. Therefore, 

learning and development actions for ESL teachers are associated with engagement of 

these professionals. To Kavanagh (2020), motivation and engagement are issues that 

have to be taken into consideration when professional development of teachers is 

designed and delivered. Therefore, engagement should be the goal to be achieved by 

L&D practices, when forming ESL teachers. 
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2.4.2. Teacher Engagement and the English language sector in Ireland 

 

Teaching is a professional that involves love for education. Teachers tend to have a 

profile of a worker that not only invests on their own professionalism in order to be 

better workers, but also they aim to provide a better ‘service’ to their customers, the 

students. Passion and expertise are brought together by English teachers who focus 

their classes on their students (Goodwyn, 2020). 

In the literature review regarding teacher formation, teacher training, and teacher 

engagement, it is common to see the term ‘engagement’ centred on the student 

(Panhwar. 2020; British Council, 2019; Mann et al., 2018; Harmer, 2007). 

Nevertheless, as this study aims at employee engagement and its relation to learning 

and development, teacher engagement is a key concept to be explored. Kavanagh 

(2020) highlights the fact that when the professional development of teachers is not 

provided to these staff, they tend to be disengaged and to lose their motivation to teach 

at some stage of their careers. Thus, L&D and EE are totally connected, especially 

when it comes to teacher learning. 

When planning and managing teacher learning, it is fundamental to monitor teacher 

engagement so that it can keep motivation and guarantee that developing practices may 

be effective (British Council, 2017). This link between teacher learning and teacher 

engagement, culminating in these professionals’ motivation in classroom has been 

gaining more and more studies. Kavanagh (2020) emphasizes that the literature review 

points out to teachers’ motivation and engagement as a consequence of the training 

and development actions taken during different stages of an educator’s professional 

path. Yet, the same literature still lacks more studies in terms of teacher engagement, 

and how this process might take place in the educational context. Or even, how the 

educational context may be compared to a corporate one. 

The year 2020 was marked by the Covid-19 pandemic. All the world has changed. And 

so has the workplace. The English language sector in Ireland, for instance, had 80% 

decrease in revenue in that year (MEI, 2021). Before Covid-19 pandemic, the 

estimative was positive, though. The English language education (ELE) sector 

estimated a total of €960 million in revenue for the Irish economy (MEI and ILSG, 
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2020). As the number of international students coming to Ireland was severely hit, 

English teachers had to start teaching online or, in extreme cases, some lost their jobs 

(Doyle, 2020). Recruitment of international student to attend English language courses 

was suspended (Irish Times, 2020). In this unexpected chaotic scenario, English 

language colleges struggled to survive, while teachers had to adapt themselves to teach 

in online platforms. Some of them without any previous training or preparation. 

In relation to teacher preparation, Goodwyn (2020) calls the attention to the fact that 

the lockdown caused by the pandemic showed how challenging it is to be a teacher, as 

these workers had to recreate their teaching methods and be adapted, in such a short 

time, for the new way of studying. Once again, the relation between L&D and EE is 

crucial in here. How prepared were the teachers for such sudden change in the teaching 

style? Are they ready for any other future changes in the English language sector? 

Many questions have arisen and will continue to. 

Online classes will surely be blended with on-campus ones, as from 2020 on the 

pandemic has changed how teaching and learning may be, shifting it to a new normal 

in the educational sector throughout the world (Rapid Response, 2020). This fact is 

important to be mentioned in this study once it directly impacts how ELE in Ireland 

was affected. And consequently, ESL teachers’ formation as well. It may affect 

students’ lives and the way they learn, but, most of all, it will surely have a huge impact 

on teachers’ motivation and engagement. 

 

2.5. CONCLUSION 

 

ESL teachers are equally challenged to be resilient to these shifts. Learning initiatives 

need to please both organisations and employees’ desires and aspirations for the future 

of teaching a second language during these times. To Prince (2007), learning 

programmes would have to fit each professional in the way that the business wishes. 

Then, so would ESL teachers be constantly developed and exposed to new learning 

methods to achieve their teaching needs. 
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The engagement of teachers through learning and development initiatives benefits 

both employees and employers. Companies that invest on learning and training of their 

staff provide them the chance to participate in an active way in the business strategy, 

and they may progress in moments of uncertainty and challenges in the markets (Root, 

2019). Thus, L&D may be a tool that engage workers and put them as true participants 

of the organisations’ aims. 

Studying L&D and EE is never a limited action. It has (and will always have) its 

limitations in terms of research. The English language sector in Ireland is yet 

something to be more included in the literature review as a specific topic to be studied 

and researched. Nevertheless, it is great to check how much of this topic has been 

becoming popular and available (although limitedly) for the academic studies. Much 

more can be investigated and studied, when trying to understand learning and 

development and its relation to employee engagement, contextualized in the English 

language sector in Ireland. And this is what this research aims to contribute to. 
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CHAPTER 3 – RESEARCH QUESTION 

 

3.1. INTRODUCTION 

 

This chapter presents the research question, the hypotheses, and the objectives of the 

research. 

 

3.2. RESEARCH QUESTION 

 

A research question is a key element to start an academic investigation. Saunders, 

Lewis, and Thornhill (2019) highlight that a research question can direct and guide the 

research, by determining the approach, how data is collected and analysed, and how 

both methodology and literature review are used in the project.  

The research question on which this study aims to investigate is: How can Learning 

and Development practices be a tool for building Employee Engagement on 

English as a second language (ESL) teachers in Ireland? 

It is crucial to point out here how this question can set the scene for comprehension 

about this study. L&D plays a key role in designing a business strategy as it enables a 

workforce to develop their skills, capacities, and competences so that the organisation 

can be successful (CIPD, 2020a). Teacher developing is essential to promote 

educational change and success of an educational organisation (Kavanagh, 2020). 

Together with L&D, EE makes the offering of L&D practices even more worthy to 

both companies and employees.  

Saks (2019), one of the most distinguished researchers of employee engagement and 

its effects, highlights that future research should give attention to the diversity of job 

characteristics and their impact on work engagement, and that these characteristics 

may vary according to the nature of the working position in an organisation. Therefore, 

it justifies how important it is to restrict this research to a specific group: ESL teachers 

in Ireland. Not only it brings new thoughts and analysis to understand this sector, but 
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also provides a view to observing this particular educational sector as a corporate one, 

as a business with extreme relevance in terms of revenue to the Irish economy. 

 

3.3. HYPOTHESIS 

 

The answer to the research question may be presented through a hypothesis. Saunders 

et al. (2019) say that the ‘why’ factor of a research questions is expressed through a 

hypothesis, which tests and develops the theory giving a possible answer to the 

research question. However, the hypothesis is not merely an answer for a question (in 

this case, the research one). It is, though, an attempt to bring discussion about the 

studied subject.  

To help answering the research question of the present study, two hypotheses can be 

formulated: 

Hypothesis A = Learning and Development practices can be a tool for 

Employee Engagement of ESL teachers in Ireland 

Hypothesis B = Learning and Development practices cannot be a tool for 

Employee Engagement of ESL teachers in Ireland 

Given what is asked by the research question and what the hypotheses try to test, the 

present research aims to investigate, with the help of the academic references in the 

HR area, which of these hypotheses may be valid or may provide a possible answer to 

the research question. It can be done by the data taken from the survey answered by 

ESL teachers in Ireland. The collected data are fundamental when trying to test which 

hypothesis may be right in a research project (Saunders et al., 2019). Thus, the 

hypotheses help adding new questionings to the scientific research. 
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3.4. OBJECTIVES 

 

Research objectives are fundamental to help finding answers to research questions. 

Moreover, they may guide the testing of which hypothesis may be valid to a study. 

The research objectives can determine the order of the findings in a research (Saunders 

et al., 2019). Therefore, they are crucial to organise the collection of the data and the 

connection of these to the studied theory. 

The research objectives of this academic research are: 

I. To identify the profile of ESL teachers in Ireland, especially concerning about 

their teaching qualifications and experience as English teachers. 

II. To ascertain whether Learning and Development practices provided by 

colleges (through internal or external trainings) are engaging ESL teachers in 

Ireland. 

III. To check whether the feedback on performance provided by colleges to ESL 

teachers in Ireland is guiding these professionals into better and effective L&D 

practices. 

IV. To identify which areas ESL teachers in Ireland think they need to improve. 

V. To investigate whether ESL teachers in Ireland are engaged and which factors 

contributed to that. 

VI. To investigate whether ESL teachers in Ireland are not engaged and which 

factors influenced that. 

VII. To identify which factors can motivate and demotivate ESL teachers in Ireland 

in their daily basis teaching. 

VIII. To determine whether Covid-19 pandemic has impacted ESL teachers in 

Ireland and if, due to that, training and development are needed. 

In general terms, the above research objectives reflect the contents presented in the 

questions of the questionnaire of the survey. These objectives are related to ESL 

teachers’ profile (qualifications and experience), how learning and development 

practices are offered to these professionals; and finally, whether these teachers are 

engaged in their respective employment positions.  
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CHAPTER 4 – METHODOLOGY 

 

4.1. INTRODUCTION 

 

A method is a genuine characteristic of a scientific research. Choosing which 

methodology to take can distinguish a study as of excellent quality or not (Hart, 1998). 

To do so, this study corroborates with the views of Saunders et al. (2019), who describe 

how a researcher may guide their studies through methodological techniques. These 

authors created a figure called ‘Research Onion’, an image of different layers which 

contain each step of the research process, from the initial idea to the analysis of the 

collected data.  

The figure below represents the ‘Research Onion’, as Saunders et al (2019) show in 

their book: 

 
Figure 003 - The Research ‘Onion’, adapted from Saunders et al. (2019, p. 108) 
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As this research study utilises these authors’ Research Onion as a guide to its 

methodology, the selection in red circle in the figure above represent the options 

adopted in this research, as listed below: 

i. Research Philosophy = Interpretivism 

ii. Research Approach = Inductive 

iii. Research Strategy = Survey 

iv. Choice = Mixed method 

v. Time Horizon = Cross-sectional 

vi. Techniques and Procedures = Data Collection, and Data Analysis 

Each layer and its respective option will be discussed in more details in this chapter. 

After that, some Ethical Considerations and Limitations are shown. Lastly, there is a 

Conclusion. 

 

4.2. RESEARCH PHILOSOPHY 

 

A research idea starts with an initial perception of a reality. And this initial perception 

leads to the search in an academic context, based on some philosophy. Saunders et al. 

(2019) brilliantly state that the research philosophy one takes encompasses crucial 

assumptions about how the world is. Based on that, it is relevant to choose one specific 

philosophy that applies to the aim of this research. 

Saunders et al. (2019) present four strands in the layer of Research Philosophy. 

Positivism is the research philosophy that understands that the society has its own 

objective facts, and it has some influence on people. It mostly utilises quantitative data, 

and it is based on objectivity, being the researchers free of any value. In this 

philosophy, questionnaires, structured interviews, and experiments are often used 

(Saunders et al, 2019).  

The second philosophical strand is called Realism. This position focuses on scientific 

enquiry, based on the perception of the reality through the senses. This present 

investigation does not focus on the scientific way of using the senses, as proposed by 
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this philosophical strand, to analyse the obtained data. Also, the disconnection between 

the reality and the mind, as defined by Saunders et al (2019), does not apply to the aim 

of this research. 

The third philosophical strand in the research philosophy is Interpretivism. In its view, 

the reality is constructed by the way individuals create their own meanings. It uses 

either quantitative or qualitative data to analyse subjective meanings, having as 

instruments unstructured interviews, ethnography, participant observations, and even 

surveys (Saunders et al, 2019). Also considering Quinlan’s (2011) ideas, when dealing 

with scientific knowledge, it is all about interpretation to answer a research question 

into a certain research philosophy. This philosophy was adopted in this research work 

as it matches perfectly to this thesis researcher’s view of society, and especially the 

specific studied group: ESL teachers in Ireland. 

The last strand is Pragmatism. Its philosophical idea has as its main determinant the 

attempt to answer the research question. Saunders et al (2019) emphasize that 

regardless which research philosophy is chosen, it is a huge mistake to take one as 

better than the other three. They even suggest that there is a tendency to have some 

flexibility when it comes to choose the research philosophy, having the possibility of 

mixing one or another strand or their characteristics, when doing academic research 

(Saunders et al, 2019). This idea is precious, as for many researchers, methodology 

tends to be a complicated topic to deal with. All these being said, the next step is to 

define which research approach best suits to the present research. 

 

4.3. RESEARCH APPROACH 

 

Having defined the research philosophy, it is necessary to determine which research 

approach may be adopted. Just like Saunders et al. (2019), Bell (2010) clarifies that 

once a researcher classifies their approach as one specific type, it does not necessarily 

mean that they cannot move from the methods usually correlated to that style. This 

view is extremely helpful to researchers, as it directs them into doing scientific 
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research, not disregarding possible changes in their approaches during their research 

that may happen eventually. 

There are two types of research approaches: deductive and inductive (Saunders et al., 

2019). Although these two terms are very similar, there are some distinctions in the 

definitions of their concepts.  

Deduction is the predominant approach used in natural sciences, and it conveys what 

a researcher reckons as scientific research (Saunders et al, 2019). It is by deducting 

from a given situation that a scientist investigates their object of study.  

The other style of approach determined by Saunders et al (2019) is the inductive one. 

This approach utilises qualitative data to analyse different phenomena. To Gravetter 

and Forzano (2012), while the deductive approach employs general conclusion to bring 

about specific predictions; the inductive one takes a particular pattern to achieve broad 

conclusions and/or hypotheses. And this is what this study aims to do. 

The approach that was chosen to this research is the Inductive one. Considered these 

distinctions between the two approaches, it is time to specify which strategy this study 

will take.  

 

4.4. RESEARCH STRATEGY 

 

In the business field, being strategic is associated with a coherent plan of actions a 

manager takes to make their team achieve goals to their organisations (CIPD, 2021c). 

In terms of methodology, the research strategy plays an important role for the whole 

research project or work. It is through the research strategy that a researcher normally 

elects the sort of question they formulate about a specific situation, and also through 

this strategy possible answers may be obtained from the scientific process (Gravetter 

and Forzano, 2012). In other words, the research strategy refers to what the 

investigation wishes to accomplish as a result of the scientific inquiry. This strategy 

has a design which determines how it can be achieved. 
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Research design refers to the general plan in which a research strategy is formulated, 

and it determines the type of participants (groups or individuals), as well as the 

comparable variables between these participants (Gravetter and Forzano, 2012). But 

which instrument may be useful for this design, and consequently to the research 

strategy? Saunders et al. (2019) list the following types of strategies: experiment, 

survey, case study, action research, grounded theory, ethnography, and archival 

research. As this study focuses on one single type (the survey), it is important to 

explain how this instrument was applied to the research. 

To easily access this specific group of professionals, the survey was done on the 

internet environment. Internet surveys are the most economical and efficient means of 

gaining respondents to a survey (Gravetter and Forzano, 2012). But a survey for a 

qualitative research? Braun and Clark (2020) define online qualitative survey as a 

series of questions which are related to issues that the participants have some interest 

in, so they are able to choose an option that best suits their own point of view about 

that matter. 

The importance of this sort of survey relies on some facts. Braun and Clark (2020) 

highlight that as it is done in an online environment, the costs for the research (usually 

without any funds or on the researcher’s own expenses) is none in terms of data 

collection. These authors also emphasize that there is no interaction with the 

respondents, which reduces the risk of ethical problems, in case of sensitive topics in 

the questions (Braun and Clark, 2020). The next step to be determined is the Choice. 

 

4.5. CHOICES 

 

The method choices refer to use of quantitative or qualitative procedures as the 

researcher’s choice (Saunders et al, 2019). In their ‘Research Onion’, these authors list 

3 (three) methods for the layer Choice: Mono Method, Mixed Methods, and Multi-

method (Saunders et al, 2019).  

The choice of this present research is for Mixed Method. As this method combines 

techniques and approaches for data collection and analytical procedures (Saunders et 
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al, 2019), these characteristics matched perfectly to the intention of this research and 

its object of study. About the reason why one or another measurement procedure 

should be chosen, Gravetter and Forzano (2012) perfectly explain that there is no right 

or wrong choices on how to evaluate variables in a research process. In here, it is clear 

how appropriate this single method suits with the research philosophy and strategy. 

Nevertheless, Time Horizon is the following item to be considered in the methodology. 

 

4.6. TIME HORIZON 

 

The layer of Time Horizon was divided by Saunders et al. (2019) into two categories: 

cross-sectional, and longitudinal. They differ each of them by saying that cross-

sectional is like a photograph taken in a particular time, while longitudinal is compared 

to a diary, in which several events are explained through time (Saunders et al, 2019). 

Due to the limitations of time, the most appropriate means to determine time horizon 

was the cross-sectional one. 

Through this category, it is possible to analyse this ‘picture’ of the ESL teachers in 

Ireland, observing their profiles and comparing them to their teaching qualifications. 

And, consequently, matching these data to the ones of their answers in the employee 

engagement section of the questionnaire. Silverman (2014) says that the real time of 

research, especially when it involves employee engagement, brings insights about their 

performance, their learning, and their engagement. 

 

4.7. TECHNIQUES AND PROCEDURES 

 

The Techniques and Procedures refer to steps taken regarding the data of the research. 

The techniques and procedures used in the research will affect its final results 

(Saunders et al, 2019). This part is divided into data collection, and data analysis, and 

the respective explanation about how they were done. 
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4.7.1. Data Collection 

 

The Data Collection section explains how the information to be analysed in the 

research was gathered. About the Data Collection part, Saunders et al. (2019) 

emphasize that it is crucial to mention two important information in it: who the sample 

population was, and how a questionnaire (if it is the survey instrument used) was 

distributed to this population. Based on this idea, this section will follow these two 

steps to organise the Data Collection. 

 

4.7.1.1. Sample Population 

 

With the definition of the research having narrowed down the scope of study to English 

as a second language (ESL) teachers in Ireland, the population of the research was 

totally turned into these professionals. Thus, those who work in the ELE (English 

language education) sector in Ireland are the ones invited to respond to a survey 

instrument. Therefore, there was no need to use any previous sampling methods. 

The link of the online questionnaire was sent to the emails of 94 (ninety-four) English 

language colleges throughout Ireland. All emails were taken from official sites of the 

government departments that are responsible for English language colleges, such as 

MEI and ACELS. In total, 33 participants filled in the questionnaire, from the 7th of 

July to the 30th of July 2021. As most of the questions were marked as ‘required’ to 

be answered, the participants responded to these questions of the survey. Only one 

participant, though, has not answered the only question that was not obligatory (about 

Years of experience as an ESL teacher). A copy of the whole questionnaire is attached 

to this research study, as Appendix A. 
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4.7.1.2. Survey Instrument – the Questionnaire 

 

After defining the population, which is the object of the study, a research instrument 

will be useful to reach these respondents. A research instrument is a tool to help the 

researcher gather answers from the studied population (Bell, 2010). As defined in the 

research strategy, the survey is suitable for the purpose of this research. To Garavan et 

al. (2019), a cross-sectional survey is an excellent way of collecting information about 

L&D, competencies, and effective organisational performance. This is exactly what 

this study aims at. Therefore, it is paramount to select the most appropriate tool to 

collect valid information. 

The survey instrument chosen in this research was the questionnaire. Saunders et al. 

(2019) define questionnaire as a means through which data is collected by asking each 

person to answer a predetermined and ordered set of questions.  

The questionnaire was created in Google Forms application. It is an easy and handy 

application to make surveys, as its own format shows the responses in graphics, with 

the percentage of respondents to each item of the questions. Also, in this application, 

it is possible to separate the sections, according to each topic to be surveyed. This type 

of questionnaire is called Internet-mediated (Saunders et al, 2019). 

The questions used in the questionnaire contain options selected by the researcher, and 

the respondents could choose one of them. In some questions, multiple options could 

be selected by the participants. In addition, some questions may have the option of 

‘other’, so that the respondent could add their own option. Seixas, Smith and Mitton 

(2018) describe this type of questions as a fascinating solution that a qualitative 

questionnaire can bring to the research. 

In the first page of the questionnaire, there is the title of the study. Below it, there is a 

page explaining about the research, and its purpose. Also, the respondents could read 

on this page how all data gathered in the questionnaire would be treated. It was stated 

that all information would be treated, respecting confidentiality and privacy of the 

participants, and to academically use only. It was offered to the participants to 

withdraw the survey, in case they wanted to. At the end of the page, the researcher’s 
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email was available to the participants, whether they would feel free to contact the 

researcher about the survey. 

A questionnaire being available online serves as a valuable device with the current use 

of mobile technology, and the data collection may benefit from that (Silverman, 2014). 

Then, the online questionnaire was handy in terms of time, cost, and access to 

participants. Besides, it offers better ways of analysing the obtained data. 

 

4.7.2. Data Analysis 

 

The data analysis in this research was portraited in the questionnaire itself. In other 

words, the three sections (Section 1 – Personal Profile Section; 2 – Learning and 

Development; and Section 3 – Employee Engagement) in the questionnaire are 

precisely the way the obtained data will be analysed. However, it is important to point 

out here that these sections offered data to be analysed individually (each section), as 

well as through the combination and contrast with one another. 

Although SPSS is a common way of analysis data in HRM and in Employee 

Engagement studies (Houssein, Singh and Arumugan (2020); Childs (2020); 

Ozoemenam (2020), this software was not suitable for the data set in this present 

academic study. However, the data will be analysed and presented through statistics. 

 

4.8. ETHICAL CONSIDERATIONS AND LIMITATIONS 

 

Any research concentrates in finding answers for research questions and tests a 

hypothesis. However, besides understanding phenomena and analysing them through 

a scientific lens, two things need to be considered when doing a research: ethical 

matters, and the limitation of the research itself. 
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4.8.1. Ethics in research in HR 

 

Ethics is associated to the right thing to do when reasonably doing a research work, 

considering honesty, integrity, and safety so that the whole process do not present 

results that may not harm anybody neither anything (Quinlan, 2011). Then, it is 

imperative to a researcher to take into consideration that whilst doing an academic 

work, the population of the study, as well as any other person involved in this process, 

have to be respected in terms of their identification. When a respondent answers a 

survey questionnaire or decides to participate in an interview, they may put themselves 

at risk, depending on which opinion they are stating and expressing. And in the 

corporate environment, this is not different. When a researcher wants to collect 

employees’ opinions, it is of utmost importance to guarantee confidentiality and 

privacy of these participants’ personal data (Denscombe, 2014). 

To guarantee the confidentiality, the participants must be aware of what the research 

is about. To ensure an ethical way of collecting data, the respondents have to formalize 

their participation and state that they realize how the information given in that research 

instrument will be used in the academic work (Saunders at al., 2019). 

To guarantee the privacy, in its turn, the most important issue is to prevent the 

respondents’ answers and opinions to be accessed by individuals or organisations that 

are outside of the research process (Gravetter and Forzano, 2012). This can surely 

avoid embarrassing situations where personal damage could be caused to those who 

voluntarily answered the survey or participated in an interview. 

In this present research, both confidentiality and privacy were guaranteed. Firstly, all 

ESL teachers who volunteered to respond to the online survey did not identify 

themselves with names or any information of which college they work for. All these 

considered, there were some limitations of the present study. 
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4.8.2. Limitations of the present study 

 

Doing an academic investigation requires some efforts. The researcher controls the 

delimitation of what is investigated, but not over the limitations of the research process 

or over things that may affect its results (Price and Murnan, 2004). When doing that, 

some limitations may arise. And some of them are, somehow, out of control of the 

researcher’s will. In this present study, there were some limitations that have to be 

listed, as follows: 

1) Covid-19 Pandemic: undoubtedly the pandemic that stroke the world 

since the beginning of 2020 had some impact on this research. Not only 

because all lectures and classes were only through online system, but 

also because it did not facilitate to reach the respondents. They could 

only be accessed in an online way (through email with the link of the 

online survey). 

2) Lack of previous studies on this topic: there are many studies on 

Employee Engagement, or even on Learning and Development. 

However, when both are combined, and in here is to check whether 

L&D can be a tool for EE, there were not enough studies, articles, or 

books about this topic. Besides this, to have ESL teachers as the 

employees in the research definitely restricted even more the 

availability of academic studies to be used as literature review. 

3) Bibliography and Scientific Articles: due to the Covid-19 pandemic, 

the only access to NCI’s Library was in an online mode. However, 

although this Library has loads of books, the majority of them are not 

available to be accessed online. Throughout the whole course, the 

students were encouraged to use scientific articles to support their 

ideas. However, many sites only make their articles available by 

charging the access. They are not available for free. There are many 

articles from other countries (such as India, Pakistan, and countries 

from the East of Europe) that provide free access. Once again, although 

they were extremely useful for this research, the impossibility to reach 

articles of Irish researchers was a constant limitation whilst doing this 
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research. Another point to be observed is the availability of master’s 

thesis in the library. It is possible to access many of past dissertations 

of the programme. However, none of them show their grades or marks. 

It is not possible to know whether that specific thesis was an excellent, 

an average or a low mark one.  

4) Access to/ Availability of Participants: the target population of this 

study is ESL teachers in Ireland. Nonetheless, it is crucial to point out 

that as these professionals work for a private sector, the access to the 

teacher in order to ask them to answer the survey was extremely 

difficult. Although in the first attempt, 79 English language colleges 

were emailed, 5 of them straightway answered that they would not 

participate in the research. Some others have not even answered. Even 

the Union of English language teachers in Ireland was contacted 3 

times, but they did not reply. All in all, this was the biggest limitation 

found by this research whilst doing this academic work. 

In terms of delimitations of this study, some may be listed, as follows: 

1) English Teachers in Ireland: this research limited the scope of 

investigation to ESL (English as a second language) teachers in Ireland. 

However, as the survey was sent to ESL colleges, it may be possible 

that DOS (Director of Studies) or ADOS (Assistant of DOS) may also 

have answered the questionnaire.  

2) Limited Sample Size: only 33 ESL teachers answered the online 

questionnaire, although an email with the link of the survey was sent 

94 ESL colleges throughout Ireland (all emails were taken from the 

sites of government department responsible for English language 

colleges, such as MEI and ACELS). Therefore, it is unclear whether the 

teachers at these colleges that received the email of the research have 

actually been aware of the research. 
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4.9. CONCLUSION 

 

Researching is a process that demands knowledge about a specific area, but most of 

all, it requires the use of techniques. These techniques are what differentiates an 

academic study from a regular one, as it provides tools to reach scientific conclusions 

through pre-determined analysis patterns. The study of Learning and Development, as 

well as of Employee Engagement, may be facilitated by methodological ways, such as 

Saunder’s et al (2019) ‘Research Onion’, as used in this research.  

The research process, then, involves creativity of the researcher. The research process 

is a demanding activity for an academic student. However, it offers a rewarding 

experience of deepening the knowledge of one specific topic, as well as having access 

to what other researchers have studied. 
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CHAPTER 5 – ANALYSIS AND FINDINGS 

 

5.1. INTRODUCTION 

 

This chapter will provide an analysis of the data obtained from the ESL teachers’ 

responses to the questionnaire. Also, the findings in the answers of this questionnaire 

will be presented in here. In the questionnaire of this research, there are three sections 

of questions: Section 1 – Personal Profile; Section 2 – Learning and Development; and 

Section 3 – Employee Engagement. They will be presented in this chapter, following 

the same order that the respondents saw in the online questionnaire. Then, each item 

of these sections refers respectively to each question of the same section of the 

questionnaire answered by the respondents. 

 

5.2. SECTION 1 – PERSONAL PROFILE 

 

This section aims to identify the personal profile of the ESL teachers in Ireland, 

respondents of the survey of the present study. The purpose of having a section to 

collect data of the respondent’s profiles is of utmost importance. Imandin, Bisschoff 

and Botha (2014) state that it is fundamental to have a set of questions from which the 

researcher can collect data from a sample of individuals who are drawn to represent 

the target population of a study. Moreover, Jackson (2011) understands that taking a 

target population and inquire them about a topic may generate best responses to a 

research question. 

 

5.2.1 Gender 

 

The first parameter relates to gender (see Figure 004). This may suggest that English 

language sector in Ireland is predominantly occupied by women. 
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Figure 004 – Gender 

In their research about initial teacher education in Ireland, Darmody and Smyth (2016) 

pointed out the predominancy of women as entrants teaching formation programmes. 

These authors emphasize that although some studies are concerned about this 

difference between teachers’ genres, no empirical evidence show that one or another 

gender of the teacher may have some impact on students’ performance and learning 

(Darmody and Smyth, 2016). Just like many studies, though, this data is important to 

help identifying the profile of the teachers in the ELE sector. 

 

5.2.2. Age 

 

The second question refers to the participants’ age (Figure 005). Together with gender, 

length of teaching experience, age can help including a vaster range of geographical 

contexts, when a study tries to classify teachers’ descriptions (British Council, 2019).  

None of the respondents marked the option of between 18 and 24 years old. 
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Figure 005 – Age 

These data show that summing up 27.3% (9 respondents) that were more than 46 years 

old, and 21.2% (7 respondents) were between 41 and 45 years old, the total of 48.5% 

(16 respondents) is more than 40 years old. 

 

5.2.3. Nationality 

 

Nationality is the third parameter in this section (Figure 006). The options in the 

graphic that are without percentage refer to 3% were non-English native-speaker born 

in an European country; and 6.1% were non-English native-speaker born in a non-

European country. 
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Figure 006 – Nationality 

78.8% is an expressive figure in terms of nationality, and it may serve as a 

representative example of the scenario of the ESL sector in Ireland. 

 

5.2.4. Level of Education 

 

The level of Education of the ESL teachers who responded to the survey is the fourth 

question of the first section (Figure 007). The options master’s degree, and bachelor’s 

degree were the only ones selected by the 33 respondents. 

Figure 007 – Level of Education 
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This high percentage shows (69.7%) shows that ESL teachers in Ireland have a 

significant level of education. In a research study done to The Economic and Social 

Research Institute, in Ireland, Darmody and Smyth (2016) curiously prove in their 

studies with Irish teachers that the level of education that a teacher owns does not have 

effect on their students’ performance in the classroom. The authors even state that 

teachers’ classes should have to be evaluated by the quality and how effective the class 

is. 

 

5.2.5. Area of the bachelor’s degree 

 

The following question of section 1 refers to the area in which the teacher took their 

bachelor’s degree (Figure 008). The options in the graphic that are without percentage 

refer to 6.1% hold a degree in Social Science; 6.1% hold a degree in Science; 3% hold 

a degree in Business; 3% hold a degree in Music; and 3% hold a degree in Art and 

Design. The other available options were not selected by any other respondent. 
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Figure 008 – Area of the bachelor’s degree 

If the percentages of 27.3% (Modern Languages (English and/or any other languages) 

and 12.1% (Languages English) are summed up, the total is 39.4%. Then, 60.6% of 

the ESL teachers do not have their university degree in English language or any other 

language, although they work in the English language sector in Ireland.  
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5.2.6. Years of Experience as an ESL teacher 

 

The following question asks about how many years of experience the respondents have 

as ESL teachers (Figure 009). All options of this question were selected in the 

respondents’ responses. 

 

Figure 009 – Years of Experience as an ESL teacher 

 

5.2.7. Teaching Qualifications 

 

Besides the qualification of a university (such as a bachelor’s degree and a Master’s), 

there are some important teaching qualifications specific for ESL teachers. This 

question in the questionnaire offers some options and allows the respondents to include 

any other ELT qualification they might hold (Figure 010). It was also offered the 

option ‘I do not have any teaching qualification’ to the participants, and no respondent 

selected this option. 



50 
 

 

Figure 010 – Teaching Qualifications 

Besides these qualifications preestablished, there are others which were included by 

the respondents, as follows: 6.1% have MA TESOL; 3% have Postgrad Cert in TEAP; 

3% have Postgraduate Diploma in TESOL from the University of Ulster; 3% have 

Higher Diploma in Further Education (MU); 3% have TEFL Certificate; 3% have 

TEFL, Bachelor of Education; 3% have Online TEFL Training Certificate; 3% have 

TOEFL; 3% have MA in TESOL. 

 

5.2.8. Current status of Employment 

 

In the last question of the first section, ESL teachers could select one of the options to 

determine their current status of employment (Figure 011). It is paramount to state, 

though, that ‘current’ refers to the period that the respondents answered the online 

questionnaire, which was available for responses from the 7th to the 30th of July 2021. 
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The options in the graphic that are without percentage refer to 6.1% are Self-employed 

/ Private teacher; 3% are Employed part time as an ESL teacher and part time in 

another job/profession; 3% are Unemployed but not currently looking for work; 0% 

(no respondent) is Unable to work. 

 

Figure 011 – Current Status of Employment 

 

5.3. SECTION 2 – LEARNING AND DEVELOPMENT 

 

The second section of the online questionnaire aims to identify issues related to 

Learning and Development. In this section, there are 9 multiple choice questions, and 

in 2 of them, the respondents could add their own option to answer the question 

(besides the ones they could also select in the available options).  

 

5.3.1. Internal Teacher Training provided by the English college 

 

ESL teachers were asked if internal teacher training was provided by the colleges they 

work for (Figure 012). Internal trainings are the ones that were elaborated and executed 

by the college, without any external professional hired to do it. These can be courses 
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either in face-to-face or online mode, offered by the college. At some schools, the 

Director of Studies (DOS) or the Assistant of DOS can be the lectures, and sometimes 

even any other teacher from the talent pool of that organisation may be the lecture. 

 

Figure 012 – Internal Teacher Training 

The (yellow) option in the graphic that is without percentage refers to 3% who said 

‘Yes, only face-to-face training’. What calls the attention in these figures is the fact 

that most of the respondents have or have had any kind of trainings, provided by the 

colleges they work for. According to Accenture (2020), internal trainings offered by 

organisations fulfil the gap in skills and qualifications that some staff may have. 

 

5.3.2. External Teacher Training provided by the English college 

 

The second question of this section asked ESL teachers in Ireland about external 

teacher trainings (Figure 013). The (red) option in the graphic that is without 

percentage refers to 6.1% that selected ‘Yes, only online training’. 
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Figure 013 – External Teacher Training 

It is understood as external teacher training those courses or learning practices that 

have a lecture who does not belong to the talent pool of the college. This lecture is 

usually a teacher from the ELT industry (like a professional from an ELT book 

publisher) or a professor from a university.  

 

5.3.3. Class Observation and Class Evaluation 

 

Class observation consists of type learning practice in which a coordinator, director, 

or even another teacher observes their peer’s class. To Sciamarelli (2019), class 

observation and feedback from another teacher are considered teaching practices that 

focus on developing the teacher’s professionalism. 

Figure 014 presents the following results:  



54 
 

 

Figure 014 – Class Observation and Class Evaluation 

The options in the graphic that are without percentage refer to 3% who selected ‘Yes, 

and informal feedback was given’; 3% who selected ‘No, but I have been observed by 

another teacher (with feedback)’. No participant chose the option ‘Yes, but no 

feedback was given’ or ‘No, but I have been observed by another teacher (with no 

feedback)’. 

 

5.3.4. Feedback on performance 

 

The next question is related to feedback on the teachers’ performance (Figure 015). 

This feedback differs from the previous question, as it refers to feedback given without 

class observation. ESL teachers were asked if their current English college gives them 

feedback on their performance as a teacher. All options were selected in the 

respondents’ answers. 
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Figure 015 – Feedback on Performance 

 

5.3.5. Trainings recommended on the feedback 

 

The respondents were asked if trainings were recommended by their superiors when 

they provide feedback on their performance (Figure 016). No respondent selected the 

option ‘Yes, with recommendations of trainings (the college pays external courses to 

me)’. 

 

Figure 016 – Trainings recommended on the feedback 
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5.3.6. Further trainings 

 

ESL teachers were asked whether they lack having further trainings to improve their 

performance (Figure 017). The (green) option in the graphic that is without percentage 

refers to 3% who selected ‘I don't know if I need more training or in which areas’. 

 

Figure 017 – Further trainings 

 

5.3.7. Investments on the progression of the teaching career 

 

Figure 018 shows how ESL teachers in Ireland would feel if their college invested (or 

invested more) on their teaching career. The (yellow) option in the graphic that is 

without percentage refers to 6.1% who selected they are ‘Neither Satisfied nor 

Dissatisfied’. No respondents selected the options ‘Slightly Dissatisfied’ or 

‘Dissatisfied’. 
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Figure 018 - Investments on the progression of the teaching career 

As shown in the graphic, investment in teacher career may bring satisfaction to most 

of the respondents (84.8% are satisfied, 9.1% are slightly satisfied, total of satisfied 

ESL teachers: 93.9% of the respondents). Career progression, together with prestige, 

better salaries, and appropriate working conditions, is a key element for schools and 

colleges to consider when they hire ESL teachers (Darmody and Smyth, 2016). 

 

5.3.8. Areas in which ESL teachers in Ireland, in general, need to improve 

 

In this question, respondents could select areas in which they believe that ESL teachers 

in Ireland, in general, need to improve (Figure 019). 
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Figure 019 - Areas in which ESL teachers in Ireland, in general, need to improve 

In this question, options could also be added. These are the ones that some respondents 

included in the answers: 3% wrote the option ‘Don’t feel qualified to comment on the 

work of other teachers as I don’t observe their classrooms’; 3% wrote the option 

‘Standing up for their rights, demanding better pay, contracts and stop being treated 

like crap by management. Join a union’; 3% wrote the option ‘Exam skills’. The 

second added option refers to teachers’ rights. It is interesting because this option, 

somehow, is related to employee engagement and active participation in their working 

environment. According to these findings, ESL teachers in Ireland need to improve it. 

 

5.3.9. Areas in which the respondent needs to improve 

 

The last question of section 2 refers to areas in which the respondent thinks their need 

to improve themselves (Figure 020). No respondent added any other response for this 

question. 
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Figure 020 – Areas in which the respondent needs to improve 

Just like the previous question, this one shows the option ‘Developing their own 

teaching materials’ as the most selected one. However, other results differ from the 

previous question. Two other options appear as the most selected: ‘Teaching 

Grammar’ (33.3%) and ‘Teaching Pronunciation’ (36.4%). These findings show 

options that are related to the lack of teaching techniques about important contents to 

language learning. 

 

5.4. SECTION 3 – EMPLOYEE ENGAGEMENT 

 

The third and last section of the questionnaire is about Employee Engagement. This 

section contains 7 questions, and in 3 of them, the respondents were able to add their 

own answers if they wanted. 
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5.4.1. Engagement at work 

 

The respondents were asked about their engagement at work (Figure 021). The results 

were: 

 

Figure 021 – Engagement at work 

As shown above, more than half of the respondents (51.5%) are engaged at work. And 

if either ‘engaged’ and ‘very engaged’ were to be summed up, the total would be 

90.9%. This number is extremely significant. These findings also show that no 

respondent selected the option ‘not engaged at all’. 

 

5.4.2. Recognition by their superiors 

 

Recognition by their superiors was the second question of Section 3 of the 

questionnaire (Figure 022). The results were: 
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Figure 022 – Recognition by their superiors 

In these findings, what calls the attention is the option ‘I don’t know’ having a higher 

percentage of answer ‘No’. Also, the findings show that more than half of the 

respondents (60.6%) feel they are recognised by their superiors. 

 

5.4.3. Motivational factors to continue working as an ESL teacher 

 

When asked about the motivational factors to continue teaching English (Figure 023), 

the respondents answered: 
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Figure 023 – Motivational factors to continue working as an ESL teacher 

Although the option ‘Easy job that does not require further qualification’ was not 

selected by any respondent, ‘Training opportunities to help me become a better teacher 

or professional’ was only the fifth option on the list. Curiously, these data also show 

that the first three option more chosen on the list refer to cultural and relationship 

aspects (87.9% - Working with people from different cultures and backgrounds; 81.8% 

- Passion/Love for teaching; 42.4% - Working environment and good relationship with 

peers, colleagues, and students). According to these findings, training was not the 

biggest motivational factor to continue teaching English. 

The respondents also added the options: ‘Travel’ (3%); ‘I feel it's a job I can do well.’ 

(3%); ‘The main one for me is the opportunities to work abroad’ (3%); ‘Mobility’ 

(3%). 
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5.4.4. Type of English language college, they would like to work for 

 

The fourth question of this section is about in which type of English language college 

the ESL teachers would rather work for, and the results were (Figure 024): 

 

Figure 024 – Type of English language college, they would like to work for 

The options in the graphic that are without percentage refer to 6.1% who selected ‘A 

college that does not invest in training but lets their teachers free to teach as they want’ 

(green option); and 6.1% who selected ‘A college that does not pay me so well but 

invests in my career development as a teacher’ (dark blue option). 

The most selected option ‘A college that challenges my skills and makes me improve 

my teaching skills’ (24.2%) is related to learning and development. Once again, the 

findings in this question may be compared and contrasted to those shown above, 

regarding training (internal and external); further trainings, and areas to improve as an 

ESL teacher. 
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5.4.5. Demotivational factors for an ESL teacher in Ireland 

 

Another question points out to the demotivational factor that ESL teachers face in 

Ireland (Figure 025). In this question, respondents were allowed to select as many 

options as they wanted. The graphic below indicates the results: 

 

Figure 025 – Demotivational factors for an ESL teacher in Ireland 

The options that were chosen the most were ‘Low wages’ (75.8%); ‘External work not 

paid (such as class preparation, correction of compositions, printing...)’ (60.6%); and 

‘Students with no interest in learning’ (60.6%). It is interesting that these figures show 

that the first two options are related to low or no payment for teaching services. The 

other option is connected to the way teachers are teaching and hence motivating their 

students to engage in the learning process. 

One respondent added the following answer to this question: 

‘We have had some very bad teachers (in my opinion) in our school over the years – 

not many. It is very difficult to remove very bad teachers and give the opportunity to a 
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teacher who is friendly and competent. Seniority is given more importance than track 

record. Sometimes this is fair I think. However, in some cases I find it is unfair.’.  

This opinion expresses some of the figures presented in this chapter, especially the 

ones related to teachers’ age, performance feedback, and, just like the third most 

selected option in this question, students’ motivation, and interest in learning. 

 

5.4.6. Impact of Covid-19 Pandemic to English language classes in Ireland 

 

ESL teachers were asked about the impact of Covid-19 Pandemic to English language 

classes in Ireland (Figure 026). All items were selected in the respondents’ answers. 

The options in this graphic that are without percentage refer to ‘Negative, because I 

don't like online classes’ (6.1%) (pink option), and ‘Positive, because the teacher can 

have better control of the class’ (3%) (yellow option). 

 

Figure 026 – Impact of Covid-19 Pandemic to English language classes in Ireland 

In these percentages in the graphic, the one that stands out is the option ‘Positive, and 

I could adapt appropriately to this type of teaching’, chosen by 30.3% of the 

respondents. With all ‘positive’ options are to be summed up (30.3% - blue option, 

12.1% - red option, and 3% - yellow option), the total would be 45.4% of the 

respondents see the impact of the Covid-19 through a positive perspective.  
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5.4.7. Intention to keep teaching English in the future 

 

The last question of Section 3 and of the questionnaire inquiries about the intention to 

keep teaching English as a second language in the future (Figure 027). The options in 

the graphic that are without percentage are ‘No, but I still haven't decided which area 

to work in the future, or when to do it’ (6.1%); and ‘Yes, but just for some time before 

I move to another area for good’ (3%). 

The participants also added other options to this question. Each of the following option 

represents 3% in the graphic: 

‘I have a masters in another area of work that I would like to enter but I need to get 

experience in that field. Until then I will continue to work as a teacher because I love 

teaching and because I am well-established in my current role’. 

‘Yes, but I might change in the future. I'm not sure. I think ELT will always be a part 

of my professional life – even if I take a break to try something else for a few years’. 

‘Yes, for some time, but I'm open to moving to other areas of teaching, particularly 

Special Education, as I have experience in the area as well’. 

 

Figure 027 – Intention to keep teaching English in the future 
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The percentages demonstrate that the most selected options are the ones related to 

loving the profession. Even the ones added by the respondents refer to that. In spite of 

the difficulties (some of them presented in the previous questions/graphics), the 

findings reveal that most of the ESL teachers still want to continue teaching English.  

 

5.5. CONCLUSION 

 

Analysing data in a research study always requires a critical eye. Among the findings, 

it is necessary to distinguish which ones are peripheral, and which ones are essential. 

In this research, the survey answered by ESL teachers in Ireland helped gather 

information about the teachers’ profile; about learning and development in the ELE 

sector, and about employee engagement, contextualised in the educational area. 

This analysis not only aimed to provide numbers from the questions surveyed, but 

mostly to contrast and compare them with the scientific knowledge previously studied 

in Chapter 2, the Literature Review. Once more, it was possible to see how data and 

theory could be matched to become an Analysis. However, it is still possible (and 

relevant) to deepen in what these data represent to the research question and objectives 

of this study. And this is what the following chapter (Discussion) seeks to present. 

 

 

 

 

 

 

 

 



68 
 

CHAPTER 6 – DISCUSSION 

 

6.1. INTRODUCTION 

 

This chapter brings some discussions about the data presented in the previous chapter 

(Chapter 5). It seeks to critically evaluate the information provided in the survey, 

having some of the theories and thoughts that were examined by previous research, 

just like those presented in the literature review (Chapter 2). In addition, in this chapter, 

the debate on the findings is linked and correlated to the research question, and the 

objectives of the research, all presented in Chapter 3. 

The organisation of this chapter is based on the divisions of topics from the 

questionnaire. Then, the three parts of it (Personal Profile, Learning and Development, 

and Employee Engagement) and the objectives of the research that respectively 

correspond to these parts are going to be discussed. In the Conclusion part, it is going 

to be analysed which hypotheses (Chapter 3, item 3.3.) will be considered as valid for 

this research. 

 

6.2. PERSONAL PROFILE 

 

Identifying the profile of the ESL teachers in Ireland was crucial to the discussion on 

whether L&D practices could be a tool for EE of these professionals. Besides pointing 

out their personal and professional profile, this section brings important aspects to the 

discussion of the research.  
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6.2.1 – Objective I: To identify the profile of ESL teachers in Ireland, especially 

concerning about their teaching qualifications and experience as English teachers 

 

Three questions of the questionnaire are essential to the discussion about profile, in 

this research: the area of bachelor’s degree; years of experience as an ESL teacher; and 

the teaching qualifications. 

The bachelor’s degree is a key element in the discussion, as this fact is directed related 

to the need of further learning and development practices by the ESL teachers. 

Consequently, it is also attached to the relation of the engagement of these employees 

who studied a specific course at university, but they work with a different area of their 

study. If the findings (Chapter 5, item 5.2.5) show that 60.6% of the ESL teachers do 

not have their university degree in English language or any other language, the need 

of having a specific formation and teacher training is clear.  

In other sectors, most of the professionals have to be graduated in the area they want 

to work, just like in ESL public sector (Darmody and Smyth, 2016), for instance, but 

it does not happen when it comes to the English language private sector in Ireland. 

About this matter, McArdle (2019) calls the attention that for the public sector, it is 

compulsory to have a degree in the same area one wants to work at, but it is not obliged 

in the ELE private sector in Ireland. This choice of their degree can have an influence 

on their engagement, and on their performance. Beri and Gullati (2020) associate fully 

engagement of teachers to their commitment in class, and their degree may be a factor 

to influence that. Which course a professional undertook at university may have a great 

impact on their practice (Kavanagh, 2020). 

The years of experience is another important issue to be discussed. The findings 

showed that half of the respondents have less than 7 years of experience. This fact is 

directly connected to teacher formation and to the initial formation (Bachelor’s degree 

and master’s areas). Also, it can be connected to the data about age, in which 48.5% 

are more than 40 years old (Chapter 5, item 5.2.2.). If 50% of the respondents have 

less than 7 years of experience, and they are at least 41 years old, it could be questioned 

whether these professionals started their careers as ESL teachers, after quitting other 

career. Also, to give more basis to that inference, the areas of their university degree 
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that showed highest percentage are 39.4% in Humanities and Arts, not English 

languages. It all involves commitment to the professional. Unfortunately, these data 

show how teaching English as a second language may be seen by some people as an 

alternative profession (McConney et al. (2012), and this impacts on the prestige of the 

profession (Darmody and Smyth, 2016). 

Lastly, the teaching qualifications definitely are relevant in a professional’s profile. 

Those who want to teach English as a second language in a private college in Ireland 

are required to have a QQI level 7 qualification at any discipline (not necessarily in 

English or Languages) and to have a one-month qualification from those established 

by ACELS. However, a four-week course certification does not prepare someone to 

all the complexity that teaching English as a second language involves (McArdle, 

2019).  

In their research about CELTA course, Aydin et al (2016) demonstrate that most of 

the participants, as they do not have a degree in any area related to education, confess 

having learned educational and pedagogical content only during this four-week course, 

and they admitted it was not enough to their teaching practice. Adding to that, 

Kavanagh (2020) identifies in the literature review of her research that in order to 

motivate ESL teachers and enhance their teaching skills, professional development 

throughout the career plays an important role. And maybe this is what is lacking to the 

ESL teachers in Ireland. 

 

6.3. LEARNING AND DEVELOPMENT 

 

The discussion about Learning and Development comprises three of the objectives of 

the research (Chapter 3, item 3.4.):. In here, there are going to be contrasted with the 

findings and the literature review about Section 2 of the online questionnaire that ESL 

teachers answered to. 
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6.3.1. Objective II – To ascertain whether Learning and Development practices 

provided by colleges (through internal or external trainings) are engaging ESL 

teachers in Ireland 

 

To discuss this objective two points can be taken from the findings of the survey: 

internal and external trainings that the ESL teachers have at their college, and the need 

of further trainings. 

The majority of the respondents (60.6%) said that some kind of training (online, face-

to-face, or both) has been offered by their organisations (Chapter 5, item 5.3.1.). 

However, when analysing the scenario of companies in general, in Ireland, from 2018 

to 2020, Accenture (2020) shows that trainings were not offered to 58% of employees 

in this country, and a quarter of these trainings were focused on IT issues. Then, maybe 

in the ELE sector, this might be a different situation. Further studies, focusing 

specifically on these trainings (and their quality) would be a good suggestion for other 

research and investigations. 

When it comes to external training, another point needs to be considered: most of the 

external trainings demand some expenditure of money and some investment from the 

college in order to update the teaching skills of their ESL teachers. Also, regarding this 

topic, the reality of the ELE private sector in Ireland, according to the figures of this 

research, are diverse from what other sectors present in the same country.  

External trainings may bring value to businesses, as they exchange knowledge with 

what it is produced outside the organisations’ walls. When a company wants to develop 

talents, the best thing to do is to look to external partners to find better solutions in 

technology by identifying trends in the market, so that they may be implemented into 

the business strategy to address any gap in their workforce’s abilities (LinkedIn, 2018). 

Different from the internal training offering, external trainings are not being offered to 

the majority of the respondents of the survey (Chapter 5, item 5.3.2.) 

In relation to further trainings (Chapter 5, item 5.3.6.), contrary to what was shown 

about internal and external trainings, 45.5% of the respondents being happy with their 

current skills may be a surprising number. By seeing these figures, one could wonder 
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whether ESL teachers in Ireland are fully aware of their job needs, in terms of 

qualification. In her interesting master’s thesis about ESL teachers in Ireland, McArdle 

(2019) evaluates the quality of TEFL qualifications (especially CELT and CELTA, 

which are the ones that most of the respondents in this research hold – Chapter 5, item 

5.2.7.), and questions whether a one-month teaching course with only 6 hours of 

teaching practice can really prepare and qualify someone as an ESL teacher. This 

research shares this point of view, especially because of the research question, which 

tries to identify if L&D can be a tool to engage employees. But how can a company 

engage employees through L&D practices if some of them believe they do not need 

them? This is a matter that could foster more and more discussions in the academia. 

Nothing is lost though. 36.4% (of those who look for training on their own) and 15.2% 

(of those who report their training needs to superiors at their colleges), totalizing 

51.6%, can be understood as ESL teachers’ intentions to seek better professional 

qualifications to improve their performance (Chapter 5, item 5.3.6.). Nowlan (2008, 

referred by McArdle, 2019) touches on the need for developing ESL teachers, as her 

studies showed that some English teachers did not have enough confidence to teach, 

as they lack some abilities and knowledge to do so. Unfortunately, Nowlan’s research 

is still accurate in current times of this research. And this can surely impact on teacher 

engagement in this Irish sector. 

 

6.3.2. Objective III – To check whether the feedback on performance provided 

by colleges to ESL teachers in Ireland is guiding these professionals into better 

and effective L&D practices 

 

Objective III encompasses two matters provided by the ESL teachers’ answers to the 

survey: performance feedback (Chapter 5, item 5.3.4.), and trainings that could be 

recommended on the feedback (Chapter 5, item 5.3.5.). 

The importance of feedback on performance is noted by some authors (Schaufeli and 

Bakker, 2004; Saks, 2019; Borst et al., 2019). Saks (2019) outlines that together with 
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autonomy and the variety of abilities, performance feedback is one of the crucial 

characteristics of jobs that engage employees in a positive way. 

This evaluation of work may be constructive to the teaching environment. Feedback 

on performance fosters good relationships based on dialogue, and it strengthens a bond 

of confidence among employees and their superiors, especially in difficult times 

(SHRM, 2016). Although the numbers in the findings show that the majority of the 

respondents receive some kind of feedback on their performance, future studies could 

contribute to the debate of the quality of it, and its application and results in the ESL 

classes, within the Irish reality. 

With reference to trainings recommended on the feedback, some things can be 

discussed. ESL colleges in Ireland are usually small companies, compared to 

organisations of other sectors, then the investment in training might be different from 

other sectors or types of companies. Garavan et al. (2019) demonstrate that larger 

companies are more prone to collect information through feedback and then make 

investments through trainings, career planning, workforce development, employee 

engagement, and activities that bring well-being to staff. 

What calls the attention here, though, is the fact that not only these colleges do not 

provide external trainings to all their ESL teachers (54.5%) (Chapter 5, item 5.3.2.), 

but also they do not recommend external trainings. Basically, most of the respondents 

have been having their continuum teacher training and formation solely through the 

trainings and courses provided internally by each college. Once again, future studies 

could analyse the quality and efficiency of these trainings to the ELE sector in Ireland.  

This ‘simple’ recommendation of external trainings would be beneficial to both ESL 

teachers and ELE colleges in the emerald island. When superiors contribute with 

guidance and training of their employees, these actions create a respectful sense of 

inclusion and diversity in the working environment (CIPD, 2021d). And this would 

surely be transferable to the quality of the English language classes in the classroom 

of ESL colleges in Ireland, as well as to the engagement of these professionals to their 

own careers. 
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6.3.3. Objective IV – To identify which areas ESL teachers in Ireland think they 

need to improve 

 

Areas in which the ESL teachers need to improve is what the Objective IV is about. In 

the areas that ESL teachers think English teachers, in general, in Ireland, need to 

improve, the most selected options were ‘Developing their own teaching materials’, 

‘Reflecting on their own practice and teaching’, and ‘IT Skills’. Harmer (2007) states 

that developing their own materials may be more interesting to teachers, as they 

believe it is more appropriate to their students. However, this author emphasizes that 

only using these materials, without having a book, is not a good choice (Harmer, 2007). 

Also, one important thing here is: are ESL teachers in Ireland trained and prepared to 

create these materials? If they struggle to do that, can they feel motivated and engaged 

in their teaching roles? The figures presented in this research indicated that the answer 

for both of these questions is ‘no’. 

Another item selected refers to their own practice. Freire (2005) proposes that every 

human being is in a particular ‘situation’, and this fact makes them reflect and act 

according to this given situation. As a matter of fact, 48.5% of the respondents believe 

that ESL teachers in Ireland need to reflect on their own practice, and this involves 

self-evaluation, (class) observation, training needs, and so on. All these are totally 

related to how engaged teachers may be in their working positions. 

IT skills were the third most selected option. Especially in times of Covid-19 

pandemic, in which classes were given fully in an online mode, ESL teachers were 

required to dominate some of these technological abilities. Harmer (2007) explains 

that although some teachers are better than others in managing tech gadgets, it cannot 

be expected that everybody has to be equally qualified on it. But the same author calls 

the attention to the fact that dealing with different kinds of equipment should be part 

of any modern trainings for ESL teachers (Harmer, 2007). It is valuable to point out 

that IT skills are secondary if compared to the real pedagogical purpose of teaching a 

language: to make students learn it. 
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6.4. EMPLOYEE ENGAGEMENT 

 

The topic Employee Engagement embraces four other objectives of the research, 

presented here in each part. These parts associate the objectives to some of the items 

in Chapter 5. 

 

6.4.1. Objectives V and VI – To investigate whether ESL teachers in Ireland are 

engaged or not, and which factors contributed to that 

 

The findings presented that ESL teachers in Ireland who feel engaged at work are 

51.5%, and very engaged, 39.4%. These numbers indicate the response for the 

objectives V and VI, showing that this answer is a positive one. When discussing about 

engagement in the educational sector, one thing needs to be considered. Differently 

from other professionals, like those from health, and business areas, who create 

relationships with their patients and customers, teachers establish meaningful 

connections with their students, and this may be one of the motivation facts that made 

these people choose the teaching career (Klassen et al., 2013). This theory could be 

seen in the figures of the item 5.4.3. (Chapter 5), in which the most chosen options as 

a motivational factor to continue working as an ESL teacher were ‘Working with 

people from different cultures and backgrounds’ (87.9%), and ‘Passion/Love for 

teaching’ (81.8%).  

Nonetheless, these numbers also go against what some literature present. Kavanagh 

(2020) shows in her research that when professional development is not offered to 

teachers, there is a tendency of disengagement and loss of motivation of these 

professionals, at any point of their careers. Put differently, teachers are professionals 

that need to be constantly trained not only due to pedagogical purposes, but also to 

keep them engaged and motivated at work. 
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6.4.2. Objective VII – To identify which factors can motivate and demotivate ESL 

teachers in Ireland in their daily basis teaching 

 

The objective that seeks to identify which factors can motivate and demotivate ESL 

teachers in Ireland could be answered by three different topics covered in the online 

survey: motivational factors (Chapter 5, item 5.4.3.), and demotivational factors 

(Chapter 5, item 5.4.5.). 

In terms of motivational factors, the three top options chosen by teachers in the survey 

were ‘Working with people from different cultures and backgrounds’ (87.9%), 

‘Passion/Love for teaching’ (81.8%), and ‘Working environment and good 

relationship with peers, colleagues, and students’ (42.4%). In general, these three 

factors are related to affection, emotion, and social interaction. In other words, this is 

what called teacher-student relationship. This fact shown in the survey can also be 

proved through the literature theory. According to Klassen et al (2013), engaging 

socially with students and colleagues is an extremely important determinant of teacher 

engagement, along with other ways of engagement such as cognition, and emotion. 

The top three option of demotivational factors chose by ESL teachers, in their turn, 

were related to payment (‘Low wages’ – 75.8%, and ‘External work not paid (such as 

class preparation, correction of compositions, printing...)’ – 60.6%), and to the 

students’ interest in class (‘Students with no interest in learning’ – 60.6%). The curious 

point to be observed here is that although most of the ESL teachers in Ireland show 

some dissatisfaction with the payment of the profession, they are still engaged at work.  

As this study focuses on L&D as a tool for EE, it is relevant to mention that just 12.1% 

of the respondents selected the option ‘No training or development opportunities’. 

Once again, these findings may indicate that the absence of training and/or learning 

practices are not a demotivational fact for ESL teachers in Ireland. 
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6.4.3. Objective VIII – To determine whether Covid-19 pandemic has impacted 

ESL teachers in Ireland and if, due to that, training and development are needed 

 

The CIPD (2021d) highlights that Covid-19 pandemic and its consequent lockdowns 

through the world have shaped the HR priorities for 2021 and 2022, putting, among 

other options, employee engagement as a necessity. This being said, the aim of having 

a topic related to Covid-19 in the questionnaire (Chapter 5, item 5.4.6.) was exactly by 

presuming that this pandemic would affect the way ESL teachers would be trained, 

and if this could, consequently, have an impact on their engagement. 

Goodwyn (2020) evaluates that the pandemic emphasized how hard the teaching 

profession may be, and therefore, teachers are the one that lack fast and urgent 

trainings so that they can adapt easily to the ‘new normal’ imposed by the online 

teaching format. In the survey, ESL teachers in Ireland showed their positive 

perspective over this matter. But then again, more and more studies can be done to 

evaluate the impacts of this pandemic to teacher training, as well as to teacher 

engagement. 

 

6.5. CONCLUSION 

 

The discussion about L&D and EE in this research was necessary to understand even 

more some of the theoretical works presented in the literature review (Chapter 2). 

Although previous research took learning practices, such as trainings, as a key factor 

to employee engagement, the figures presented in Chapter 5 were meaningful to bring 

a different perspective over these topics, especially in the analysed situation of the ESL 

teachers in Ireland. However, the intention was not to prove that the studied theories 

were wrong. On the contrary, this research aimed to contribute to the debate by 

bringing new insights through the collected, analysed and discussed data. 

With the recognition that training is crucial, other industries are constantly fulfilling 

their training needs (Accenture, 2020), whilst within the teaching sector there is a 
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misconception that only internal trainings can suffice the needs demanded by the 

market. All these discussions about learning practices in this research may bring 

practical implications to many stakeholders in the teaching sector in Ireland, as 

employee (teacher) engagement does not necessarily involve only the teacher 

themselves, but the whole educational system that is drawn near them. Trainings 

(especially if teachers are paid to take them) and how engaged teachers are to their 

own profession are key issues to be addressed in the ELT sector in Ireland now and 

the years yet to come (Unite ELT, 2020). 
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CHAPTER 7 – CONCLUSION AND RECOMMENDATIONS 

 

7.1. CONCLUSION 

 

In the HR area, there are many studies regarding employee engagement. However, the 

majority of articles, books, and journals refer to employee as those who work for 

organisations and companies. In many of these studies, the education sector is not 

considered as a business itself, which, in fact, is not true. This present research tried to 

bring some theory to the area of the English language industry, based on the Irish 

context. And the findings and the whole study did what it meant to. 

Through the analysis of the collected data, there was paramount discoveries in terms 

of the engagement of ESL teachers in Ireland. The three chosen areas that comprise 

this research (Learning and Development, Employee Engagement, and English 

language sector in Ireland) are complex, so, more and more studies can add valuable 

discussions to understand this given reality. Also, this researcher does not disregard 

that more and different questions and variables could be considered in this study. And 

the objectives of this research were not taken as the only possibility of analysis. More 

and much more could (and can) be explored to investigate this professional scenario. 

The research tool used in here aimed to help the interpretation of the facts, based on 

the light of the literature review about the studied areas. Then again, a different 

instrument, such as structured interviews would also suffice and be valuable to reach 

the objectives. However, in times of Covid-19 pandemic, the chosen online 

questionnaire proved to be extremely handy and useful for this research, in terms of 

time, money expenditure, and privacy of the respondents.  

The present study and its findings could answer the research question: Learning and 

Development practices can be a tool for building Employee Engagement in ESL 

teachers in Ireland. However, some things need to be considered. L&D, through 

trainings (internal or external) cannot be taken as the only means for reaching EE of 

Irish teachers. Instead, these learning practices are one of the many options to reach 
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that. Through the findings, it was possible to see that although not all kinds of learning 

practices (such as trainings – internal and external, performance feedback, class 

observation, among others) are provided to ESL teachers, surprisingly they still claim 

to be engaged or very engaged in their jobs. 

Reflecting is fundamental when it comes to teacher development, and teacher 

formation programmes should give these professional the opportunity to keep on 

progressing and developing in their careers, even after their initial education initiative 

(Farrell, 2017). And the academic research contributes to the rationale involved on this 

critical thinking about one’s professional and continuum development. Therefore, this 

research tries to bring these discussions not only to those who are involved in the 

educational sector in Ireland, but mostly to those who work with HR, strategic HR, 

HR management, and other disciplines that involve people resourcing, and talent 

management. 

 

7.2. RECOMMENDATIONS AND PLAN FOR IMPLEMENTATION 

 

No academic study is totally complete in terms of fomenting more discussions about 

one topic. So much so, that it is from this ‘incompleteness’ that more and more studies 

appear and bring new lights and interpretations to different matters, in all several 

sciences in the academia. Then, some recommendations can be welcomed to future 

studies. According to Saunders et al. (2019), recommendations go beyond the extend 

of a research question, as it may bring more questions to the same analysed situation.  

Based on the findings from the questionnaire and on the ESL teachers’ needs for 

trainings, some recommendations of trainings are needed. The table below shows these 

recommendations, and they come as a plan for implementation. This plan describes 

the following items: recommendation, audience, action to be taken, duration, and costs. 

All costs are based for a college with 15 ESL teachers. The prices mentioned in this 

plan were available in August 2021. 
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Figure 028 – Plan for Implementation – Trainings 
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CHAPTER 8 – PERSONAL STATEMENT 

 

Studying HR was a turning point in my profession. And in a master’s level, it was even 

more rewarding. This research brough some crucial contributions to my professional 

development, throughout each and every stage of its writing. 

With the literature review, I managed to learn even more (although I had already 

learned a lot with each module of the programme). Searching for specific articles 

taught me to become selective in terms of my choice of scientific research. The CIPD 

factsheets were, among some of the articles I have searched, the most valuable to bring 

new ideas, totally applicable to the corporate reality. Many of them have even 

contributed with the understanding of the educational sector, which is the aim of this 

thesis. 

The writing of the research question and the methodology chapters offered me the 

opportunity to deepen in the research methods and techniques. They also made me see 

how what I wanted to have as my object of study could be shaped into an academic 

format. The chapters of analysis and findings, and the discussion one, were relevant 

too. With them, I could put into words what all my ideas of questioning this specific 

scenario of ESL teachers represent. The conclusion and the recommendations made 

me close the message I managed to give through this thesis. Then again, there are other 

ways I could have undertaken this project. But I am content with the way I did this 

one. 

This Master’s brings a new horizon to my professional future. As an international 

student and migrant in Ireland, I feel even more capable of pursuing my dreams of 

finding an excellent place to work with two things I love and which represent my two 

master’s diplomas: Education (I took it in 2004, in Brazil), and HR now at NCI. I am 

totally excited to see what the future holds for my career. 
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