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This research analyses how AoEC, an entirely virtual organisation, facilitates effective collaboration and knowledge sharing.  Using a qualitative approach with elements of quantitative analysis, data was collected from 10 participants through interviews and analysed using thematic analysis.  

The findings indicate that collaboration and knowledge sharing within virtual teams can be extremely successful with structure, process and transparency.    However, barriers such as unstructured meetings, lack of face-to-face interaction and lack of structure to processes and documents contribute to time management difficulties and increased workday pressures.   The rapid evolution of virtual working over a short period of time was fascinating, however, even more fascinating was the lack of good quality literature covering remote native enterprises and how they evolved throughout the Pandemic.

Future research should focus on in depth interviewing of a larger sample as well as using participants from different work environments.
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1. [bookmark: _Toc229156378]	Introduction
The 23 March 2020 was a notable day in history as the UK Government ordered everybody to stay at home in response to the COVID-19 pandemic, which required many businesses to become virtual practically overnight.  The Academy of Executive Ccaching (AoEC), which is an Executive Coaching provider established in 1999, was already fully virtual with no physical office, only reliant on technology for daily collaboration among its 35 team members (current staff count).   Virtual working (formerly referred to as teleworking) was around before the Industrial Revolution and has evolved significantly.  (Barrero, et al., 2023).  Today, remote working has become a prevailing organisational culture within many modern workplaces, facilitated by advancements in information and communication technology (Agba, et al., 2022).	Comment by James Moore: It might be worth a reference to help support your historical context.

The heightened dependence on virtual teams following the Covid-19 Pandemic, combined with rapid advances in technology, has completely reshaped the way organisations collaborate and exchange knowledge.  Rahul et al (2020) noted that the pandemic precipitated a substantial increase in the use of digital technologies because of social distancing measures and widespread lockdowns.    Unlike traditional office-based businesses that had been forced to become virtual during the Pandemic, companies like AoEC that were already virtual did not need to necessarily restructure operations.   However, remote native companies could still experience issues with knowledge sharing and collaboration due to the lack of face-to-face interaction.  In comparison to established office-based businesses that would likely struggle with issues from transition to virtual set-up, remote native companies are more likely to encounter more complex and prolonged challenges. These challenges would likely stem from contributing factors such as the widespread geographic locations of employees, rapid technological developments brought on from the pandemic, and fewer chances for formal interactions (Gibson & Gibbs, 2006)  This is further supported by Martins et al (2004) who mentions the challenges that can arise due to insufficient team participation and the silence brought on by difficulties in contributing to team meetings.  Collaboration and sharing knowledge are renowned for being essential factors in team and organisational success.  They are typically fostered in face-to-face settings where tacit knowledge is willingly exchanged as trust among team members would have developed naturally.   Remote-only organisations must deliberately establish collaborative frameworks that foster transparent communication and streamlined workflows (Bakken, 2018)). To prevent silos, virtual teams must be able to have easily accessible channels for knowledge sharing throughout the business, with strong management practices, effective leadership, and clear transparency.   Blanding (2024) found that factors such as time zone discrepancies, cultural diversity, and technological constraints can hinder collaboration and disrupt the flow of knowledge sharing among colleagues  	Comment by James Moore: I think I get what you're saying, but it's quite a long sentence. Just stylistically, can you make this 2 sentences or re-structure it?	Comment by James Moore: As above - but I won't highlight this again for the rest of the dissertation.

As remote and hybrid work models continue to grow in popularity, there is much emphasis that virtual collaboration is no longer thought of as a temporary adjustment but more a permanent feature to organisational life.   Currently, remote teams rely heavily on digital communication tools such as applications for messaging and video communication.  These enable connectivity across distances; however, they cannot fully replicate the importance and richness of in-person communication.  This situation can result in several challenges, such as feelings of lost psychological safety due to message misinterpretation (Lechner & Mortlock, 2022).  It can also weaken collaboration between teams, whilst also reducing opportunities for spontaneous interactions typically found in office environments. These factors may be considered disadvantages with Bakken (2018) noting how communication can become unclear when teams do not meet face-to-face.  It can diminish trust and collaboration as workers are isolated, and it can be difficult to assess whether employees are overloaded with work or are sat with little to do.   Trust is considered to be a fundamental component of effective collaboration and knowledge sharing as it enables employees to share knowledge openly (Petitta & Ghezzi, 2023).   Trust within teams heavily relies on colleague participation as well as the provided reassurance and encouragement to engage in collaborative discussions and problem-solving.  A lack of trust among team members can result in restricted knowledge sharing, potentially creating silos and reducing overall efficiency (Jones, et al., 2024).	Comment by James Moore: It feels as though you could add a source in here to add more credibility to your point. Any psychology based research into building and maintaining relatedness could be good here -   a psychology research/publication website?  Even something broadly from the CIPD would be helpful. 	Comment by James Moore: Again, some evidence/source here would be very helpful.	Comment by James Moore: Add in a source! Look at Michael West's work on teams and trust...or anything about relational cultures. 

There is research appearing daily which attempts to examine the everchanging landscape of remote teamwork such as the recent journal article by Soko & Ngwira in 2024.  They felt that even though remote work had been around in various forms for a while, the Pandemic accelerated the prevalance of it.  The current focus of research focuses on how post-pandemic businesses have transitioned to remote work as a temporary strategy. A working paper published in Havard Business Review explores this further by stating how the onset of COVID-19 transformed work arrangements with businesses forced to either shut down or move their business to a remote work model (Bartik, et al., 2023).  The literature is less rich with regards to addressing organisations such as AoEC, which have always operated without physical office space.   Instead, the focus is on those businesses that already had high pre-pandemic work-from-home viability (Constantinescu, et al., 2024). The literature surrounding knowledge sharing and collaboration within remote-native teams focuses on the integration of these virtual teams as a contemporary form of teaming (Horwitz & Santillan, 2012).  There are also articles on business which allow employees to work from home during part of the working week using ICT (Bailey & Kurland, 2002).  There is a clear methodological and temporal gap for an analysis of completely remote-native companies and how they successfully practice team collaboration and effective knowledge sharing.  	Comment by James Moore: Such as?!	Comment by James Moore: Such as?	Comment by James Moore: How do you know? What's your source?	Comment by James Moore: Say what it is then!

To address any identified gaps, this research will investigate how a fully virtual organisation enables effective collaboration and knowledge sharing. The research specifically aims to determine the key distinctions influencing these practices between a fully virtual company and one that is remote-friendly.  It also seeks to assess the potential strategies AoEC may have implemented to strengthen collaboration and knowledge exchange within its current virtual environment.   The research will look to identify key barriers as well as critically evaluate the effectiveness of existing strategies and put forward recommendations to enhance knowledge sharing in a virtual context.

A qualitative approach will be used to achieve these aims.  Lim (2024) found qualitative research to be particularly effective at revealing the complexity of social phenomena by highlighting human experiences and viewpoints.  The data will be collected through semi-structured interviews involving participants within AoEC, who will have vast experience in completely remote teams.  Whilst there are limitations to this approach as described by Mwita (2022) such as the involvement of human interpretation and bias, this approach will enable the exploration of both individual experiences and the practices of an established remote team.  This should then provide a comprehensive perspective into the factors that shape collaboration and knowledge sharing within virtual teams.  The research findings will then be compared to the discoveries within relevant existing literature and research carried out around these subject areas.	Comment by James Moore: I know you will go more into this in your Methodology, but this is a great place to say something like...

"Whilst there are limitations to this approach as described by (xxxx, xxxx), the approach will...."

Working from home and hybrid working has grown in immense popularity post pandemic, and many organisations continue to deliberate over the most effective strategies for both business operations and employees.  According to McKendrick (2022), remote work has become an effective tool for attracting highly qualified candidates. The flexibility of the work-from-home arrangement contributes to increased job satisfaction and productivity among remote employees.

This research is significant and has potential to influence both academic and practical discussions considering completely remote teams.  The intention is that this new research will contribute to existing research and literature by integrating the concepts of knowledge sharing and collaboration within a single analytical framework and can potentially be presented in article format to local CIPD branches as well as Universities for consideration. There is also anticipation that the research findings will offer valuable insights for similar organisations.  It will hopefully assist organisations wishing to improve their virtual team collaboration, knowledge management and processes, and transform how participants use technology to collaborate both externally and internally.  	Comment by James Moore: So how are you planning to share the knowledge? Just a summary sentence. E.g. presenting to local CIPD branch, writing an article etc.

The structure of the research will commence with a thorough analysis of existing literature on remote teams, collaboration and knowledge sharing, aiming to identify key themes and theoretical perspectives.    Chapter 3 will focus on an in-depth discussion of the methodology used for the research to include research design, data collection methods and data analysis.  It will also include any limitations that may arise during the research.  Chapter 4 will focus on the findings of the structured interviews, analyse the research and compare these findings to the existing literature.  The research will conclude on Chapters 5 and 6 with a summary conclusion of the main insights and implications, followed by recommendations for AoEC resulting from the interviews with the participants.

2. [bookmark: _Toc229156379]Literature Review
This review aims to provide an in-depth exploration into the literature surrounding virtual collaboration and effective knowledge sharing and how it differentiates from those working in fully remote to more remote friendly environments. The evolving nature of work, particularly the shift towards digital platforms and virtual teams, has brought both challenges and opportunities to how businesses approach collaboration and knowledge sharing in organisations today.

[bookmark: _Toc229156380]Remote Work 
Remote working is an established practice that predates the global pandemic, with its origins tracing back to the 19th century.   According to Erickson (2025) only 25 per cent of men, and approximately 12 per cent of women worked outside of a home back then, with more than 80 per cent of adults employed in or near their own or someone else’s home.  Erickson goes on to say most schools, offices and shops were still largely located within homes until the end of the 19th century with proprietors of these establishments living in the upper floors of the premises. This historical perspective highlights that the notion of working away from a centralised workplace is deeply rooted in society and has simply evolved with technological advancements.  The Industrial Revolution dramatically transformed both workplaces and the traditional concept of working from home. Technological advances led to the creation of new industries, which required people to leave their homes and work at industrial sites. Flexitime was introduced in 1967 to help solve issues like traffic congestion, lateness, and absenteeism as well as increasing job satisfaction, commitment, efficiency, and productivity (Agba et al, 2022).  Barker (2020) stated that while the transition to remote work is often described as revolutionary, it is fundamentally a reversion to previous societal norms. Barker also suggests that to improve current practices, it is important that businesses look back on historical experiences, particularly those involving challenges such as workplace conflict and the codes of conduct associated with working remotely.

More recent studies have provided insight into current remote work trends following the COVID-19 Pandemic. Onrec (2026) found that only 5% of new job openings in the UK are now advertised as fully remote, and that even though many candidates prefer these roles; out of 113,874 listings, just 5,404 were for remote positions. KPMG (2023) noted that early in the shift to remote work, companies were reconsidering policies and experimenting with new remote arrangements, predicting that flexible working would become central in organisations' talent strategies. Hooson (2025) highlighted the growth of the digital “nomad trend” which is where people blend remote work with travel and reported that the number of American digital nomads climbed from just over seven million in 2019 to approximately seventeen million in 2023. Estimates suggest that by 2030, there could be 60 million digital nomads worldwide, with the UK representing 18% of this total.  In sharp contrast, Soliman (2026) observed a sharp 42% drop in remote work opportunities in the past year, as employers revert to in-person teams. This change appears to stem from employers feeling greater control when staff are present, with remote work now seen more as a perk, allowing organisations to set clearer expectations around location and office attendance. Pacelli (2025) notes that senior management has limited enthusiasm for remote working, which may lead to conflicts, given that employees appreciate the flexibility of remote work arrangements.

Remote-only work, which means working exclusively from your home, is an arrangement where employees perform their duties full-time away from established offices or production sites. In this setup, workers do not interact in person with colleagues but rely on technology to stay connected (Wang et al, 2021).  Bailey and Kurland (2002) classed remote working as telework, which can be defined as working outside the traditional workplace and communicating with employees via telecommunications and IT.  Remote friendly arrangements may be viewed as more beneficial, as they provide employees with greater control over their schedule which improves home and work balance.  It also allows teams to build a culture of trust as business owners put more confidence in teams to be productive regardless of their location (People Management, 2021). This form of working, now dubbed as hybrid working, allows employees to split their time between remote work and working at the employer's business premises, providing flexibility in where they perform their duties (CIPD, 2024).  

Due to the surge of remote working following the Covid-19 Pandemic, businesses offering office and administrative roles were forced to find ways to move to remote setups to keep businesses afloat. According to Aleem et al (2022), post pandemic, remote work became widely accepted across industries which led to new research areas focused on employees and organisations.  Forbes (2020) reported that only 5% of full-time employees worked primarily from home before the pandemic.  However, the pandemic elevated this significantly and Gifford (2022) found that work technology had fortunately already advanced enough to enable this rapid overnight shift.

According to Forbes (2020), the prevalence of remote work in office-based roles had already started to increase steadily over the past fifteen years, mainly among highly skilled white-collar professionals. Pre-pandemic, those individuals working in administrative or office positions were less likely to be able to work remotely due to insufficient internet connections and network capabilities.  Forbes (2020) further projected that in the post-pandemic "new normal," the proportion of employees working remotely will stabilise between 20 and 30 percent, which may vary across occupations and industries.

Hybrid or more remote friendly approaches are thought to be more in line with how the world of work is shaping up to be.  More businesses are now offering employees the opportunity to work from home at least part of the working week. CIPD (2025) reports that organisations which have adapted to a hybrid working model, rate the performance of home workers as a positive experience.  Employers felt it led to key benefits such as attraction and retention, employee satisfaction and business flexibility. However, in contrast, the report also states that some larger organisations find home or hybrid arrangements encourages the loss of connection of organisation purpose and culture.  According to Forbes (2024), hybrid work arrangements, which combine remote flexibility with structured office time, are proving to be the most effective. Completely remote setups often lead to disruptions at home such as blurred boundaries of home and work life, as well as problems from reduced team cohesion and more distractions. Forbes (2024) also found that having employees in the office encourages more spontaneous interactions and forges stronger relationships.  This enables teams to resolve issues quickly and encourages innovative thinking. The article concludes that hybrid approaches help companies remain competitive and productive by combining flexibility, technology, and human connection.

Remote native companies would have had a significant advantage pre and post pandemic, as their processes and systems would already be established.  However, technological advancements have progressed at an exceptionally rapid pace due to the pandemic lockdowns.  According to Forbes (2022) this forced many companies that hadn't yet adapted to remote work setups, to quickly seek out remote solutions.  Hospitality and client-facing businesses were especially affected, whereas organisations already familiar with remote work adapted more quickly and easily to these new conditions.  Jaumotte et al (2023) found that digitalisation rose by 6% across advanced economies, highlighting the pandemics role in accelerating this trend, particularly in sectors that lagged.  LinkedIn (2025) noted that the post-pandemic digital transformation has driven innovation and agility, making remote work more adaptable and enabling businesses to quickly respond to changing market demands.  In 2020, a McKinsey report recommended that businesses enhanced their workforce skills and invested in sustainable remote work.  The report also recommended that businesses updated their training methods and used more agile workforce planning in an ever more volatile world.  According to the McKinsey Global Institute (2017), approximately 60 per cent of jobs had at least 30 per cent of tasks that could be automated by 2030.  This would result in around 375 million workers needing to either upskill or change to different roles.

Singh (2025) stated that fully remote companies can only work where businesses have good strategies for managing fully virtual working environments.  It was also reported that the kind of work a company does, as well as the size of its workforce and their experience must also be factored in. According to Forbes (2026), 16% of companies worldwide are considered remote-native and these organisations are regarded as pioneers within the remote work paradigm as they demonstrate the capability of fully virtual business models. Remote (2025) also found that companies with forward-thinking remote work strategies would find themselves at a major advantage when it comes to recruitment. This is due to productivity, and work-life balance being at the top of the agenda for remote employees. Entrepreneur (2024) found that companies which have adopted fully remote work models and embraced a virtual work mindset will flourish with an abundance of talent, diversity and profitability.  The article also stated that implementing digital collaboration tools and having standardised processes would allow remote teams to work efficiently across different time zones and locations, ensuring smooth workflow and communication.

The impact of the pandemic will have had unique implications for exclusively remote businesses.    Alexander, et al (2020) reviewed historical trends and noted that integrating both virtual and on-site work can present greater challenges than initially anticipated.  Even though the potential for remote work to be successful was demonstrated during the Pandemic, it was cautioned that widespread implementation of remote working practices may reduce the effectiveness of renowned organisational norms such as culture, performance, behavioural standards, and cohesion.  Lack of focus on normal working practices could negatively impact the organisational culture which is needed to support productive remote work and virtual collaboration. CIPD (2025), used an evidence-based approach to assess the impact of the pandemic and the data highlighted how lockdowns and remote work has impacted the normal practices of the workplace.  The article reinforced that there can’t be a universal fix due to challenges such as the cost of living, AI, and the geopolitical challenges that continue to emerge. However, businesses continue to embrace remote work, largely because it offers autonomy and flexibility that can boost employee performance and well-being.  Singh et al, (2022) stated that businesses must heed caution when moving entirely to remote operations or starting as a fully remote company.  This is due to the demands that a thorough overhaul would introduce such as organisational culture, practices, technical systems, and interventions. (Kelliher and Anderson, 2010).

There appears to be a significant gap in the current literature with regards to the advantages of remote-only companies and how they could succeed in comparison to a more hybrid setup. This is becoming more prominent as many businesses transition back towards hybrid or office-based models. Dennison (2024) stated that returning to entirely in-office operations would represent a regression for that business sector and could potentially lead to further challenges such as talent retention and acquisition.  The article further elaborates this to be the case even if remote or hybrid arrangements were once favoured during the pandemic and are now considered standard practice. While remote-first models may not be suitable for every organisation, they can benefit those willing to invest in their workforce and mission. According to HRDirector (2025), determining whether remote or office-based work best aligns with a company's culture, values, and objectives remains essential. Remote-only companies have a distinct advantage such as the increased inclusivity that they foster.  Fast Company (2025) felt that these inclusive environments assist the strengths of the more reserved employee by reducing workplace distractions, enabling focused productivity, and promoting clear communication. Remote arrangements also support knowledge-sharing and psychological safety, both of which tend to encourage employees to express their concerns and share opinions more readily as they feel secure (Ge, 2020). This connection tends to be more pronounced in remote settings, where technological mediation and the absence of non-verbal cues can introduce additional challenges, potentially resulting in insecurity and uncertainty (Edelmann et al., 2013).

[bookmark: _Toc229156381]Knowledge Sharing
Knowledge in the context of this research is not just the sharing of information, and existing literature proves that the term of knowledge sharing is one still undecided. The terms "information sharing" and "knowledge sharing" are often used interchangeably, which can make it difficult to clearly distinguish between them. Riege (2005) noted knowledge sharing as that which both addresses demand and improves participant absorption whilst Nonaka (1994) classes information as a flow of messages as opposed to knowledge sharing which is underpinned by belief.  Natu and Aparicio (2022, cited by Park & Lee 2014) defines knowledge sharing as the process of transferring and sharing knowledge among individuals or teams to reduce the time spent on solving a business problem, however they feel that barriers may arise in the process as they feel that people may only share knowledge with those close to them.

Knowledge sharing is a well-established subject that appears in a substantial amount of online search engines and academic libraries. For the purposes of this research, knowledge sharing is a subject that encompasses the exchange of information, as well as the communication of beliefs, perspectives, specialised expertise, and insights obtained through experience and education. Barney et al. (1991) notes that an organisation's knowledge which is made up of expertise, experience, values, and context is a key resource and that by integrating this knowledge, businesses can be at a competitive advantage to any similar business.

Knowledge sharing is essential for business success. Rosen et al. (2007) highlights that teams should establish ways to exchange information, distribute existing knowledge among members, and incorporate new insights from outside sources.  Rosen et al (2007) also found that there may be a breakdown of information amongst virtual teams.  This was facilitated by attempting to successfully synchronise across geographical, cultural, and educational diverse teams which can have issues such as knowing who knows what.  The coordination and communication effectively across different time zones can also be a challenge.  To be able to effectively practice knowledge exchange, it is essential that trust is established between teams from the outset.  This facilitates a seamless information flow through designated and suitable communication channels (Lesko and Hollingsworth, 2010, as cited in Bond-Barnard et al, 2018).

Edmondson (1999) found that when team members feel comfortable with each other, they can share information more freely, fostering psychological safety. The research also stated that familiarity encourages members to suggest and adopt others' ideas without fear of ridicule or exclusion.   Maynard, et al (2018) observed that team members with greater professional familiarity with one another are more likely to listen to and thoughtfully consider each other's input, regardless of personal perspectives. This is due to an increased acceptance of ideas and suggestions from colleagues who contribute knowledge from their specific fields.  This in turn enhances the likelihood of employee contributions being integrated into the team's objectives or processes. 

Maintaining familiarity is essential both in-person and within virtual teams. Hall (2018) points out that maintaining focus is essential, as workplace familiarity may become complicated when colleagues form friendships. While politeness and professionalism are the norms among unfamiliar colleagues, professional familiarity can lead to higher levels of success by improving work quality—this is an effect that rarely occurs when there is only personal familiarity.

Salehi et al (2024) identified lack of trust, limited time, poor communication, ineffective organisational culture, and insufficient sharing mechanisms as key barriers to knowledge sharing. Gao (2004) found that mutual trust among employees promotes knowledge sharing, teamwork, and innovation and to enhance trust, organisations should encourage more employee interaction. Salehi et al (2024) also found barriers at a technological level such as non-compliance of an employees' needs with the existing technology systems, and their unwillingness to use technology due to lack of familiarity.

The literature on knowledge sharing indicates that its effectiveness is influenced by the degree of trust established among colleagues within an organisation, as well as the technology systems employed. The research also suggests that face-to-face workplace environments present fewer barriers to knowledge sharing compared to fully remote settings. Gao (2004) notes that trust develops through ongoing employee interaction, and that without frequent engagement, either in person or virtually, employees tend to be more hesitant to contribute during meetings which can lead to a decline in psychological safety.

Businesses whether virtual or face to face, require knowledge to be shared effectively and benefit greatly from having a knowledge management system in place. According to Honest and Patel (2019), implementing a knowledge management system is the most effective way for an organisation to manage its resources and generate valuable knowledge that can be utilised throughout the company to achieve success. In this context, knowledge management includes the processes, methods, and systems that enable the organisation to store, share, refine, and transform knowledge. Castaneda and Cuellar (2020) emphasise that organisations which promote knowledge sharing facilitate greater innovation.  They are considered as being at a competitive advantage which is an essential factor for attainment and sustainability. It also ensures effective knowledge exchange among employees across all organisational levels.

Davidavičienė et al (2020) identified team cohesion as the primary challenge to knowledge sharing in virtual teams. While diversity can complicate this, it also offers distinct advantages, with research showing that diverse teams often outperform more homogenous teams.

Cagiltay et al. (2015) identified conflict as a further significant issue in virtual teams, often arising from differing perceptions, opinions, values, and communication styles. In culturally diverse groups, misunderstandings about intentions or behaviours can lead to conflict, which may stem from differences in beliefs, values, or goals and can be classified as task, relationship, or process related.

Anwar et al. (2019) published a study showing that distributed teams often faced challenges with effective knowledge sharing. This was mainly because internal process documents or “Wiki Pages” (collaborative online platforms which multiple people can add, edit, and manage content) were either not used properly, left incomplete, or failed to provide sufficient information. Kroll et al. (2016) examined how contextual differences affect remote team members spread across the globe. Kroll found that people working in different settings often fail to share useful information with colleagues in different countries, mainly because they are unaware of what information needs to be identified and communicated. Anwar et al. (2019) further examines additional factors influencing effective knowledge sharing, specifically organisational culture, and employee turnover. Their findings indicate that although teams recognised the importance of knowledge sharing, there was a dominant perception that leaders had not implemented a well-defined process, or they had not sufficiently emphasised these practices within the context of organisational objectives. Amin et al (2011) state that further barriers to knowledge sharing can be caused by the working conditions and physical layout of an organisation as it can lead to stress. This can be relatable in both in office and remote situations with Meister (2021) finding that employees need to feel comfortable and calm in their physical work settings to produce their best work.  Research also states that remote employees can burnout easily from environments that chip away at focus, comfort and peace of mind (Carter, 2025). According to Zahedi et al (2016), high employee turnover can prevent effective knowledge sharing, with frequent employee turnover making it difficult and time-consuming for teams to share knowledge with newer employees. This often leads to demotivation among senior staff by reducing their willingness to engage in the knowledge sharing process. Kianto et al. (2016) observed that when employees leave an organisation, there is often a corresponding loss of specialised expertise, which therefore highlights the significance of knowledge retention as a vital strategic asset. The ability to attract and retain top talent will therefore become increasingly critical for effective knowledge retention.

Recruitment for a fully virtual organisation such as AoEC presents unique challenges. This is because remote working remains a relatively new concept, which may mean candidate having limited experience within fully remote environments and may be transitioning from more traditional face-to-face settings. Certain individuals may lack the skills to effectively share knowledge through virtual platforms. Although companies like AoEC have only ever recruited remotely, those candidates who only have in-person experience might view the absence of face-to-face interaction in virtual interviews as a disadvantage (Hill, et al, 2021). However, virtual recruitment offers benefits such as increased flexibility, accessibility, and reduced financial and environmental costs associated with travel (Donohue et al, 2021).  

Overcommunication is also considered a major disadvantage within virtual teams.  Milos (2025) states that the issue primarily stems from too many emails and meetings which leads to too much noise and therefore less focus, over diluted messages, lower morale, and decision fatigue.  Balkhi (2024) reported on the importance of asynchronous communication particularly when remote teams are collaborating on similar projects across different time zones and how it can have positive consequences for the future of work. According to CEO Today (2025), choosing the right communication style—whether synchronous or asynchronous—is a critical yet often overlooked factor in organisational success. Synchronous and asynchronous approaches play a vital role in preventing inefficiencies, maintaining trust, and ensuring team alignment. Striking an effective balance not only fosters a positive organisational culture but also enhances overall productivity.  Craine (2019) discusses the challenges of collaboration through email, noting that important messages can be overlooked depending on whether recipients reply solely to the main sender or all those included in the full email chain.  Another drawback of email as a main method of workplace communication is that it may result in knowledge silos, where essential information has become confined to individual or corporate email inboxes.

Native virtual companies such as AoEC, which have operated without physical office spaces since their incorporation, are likely to have more of an advantage in effective knowledge sharing.  This is due to their processes and protocols for overcoming potential barriers typically being more well established. However, it is clear from the literature that both physical office work and virtual teams have distinct advantages and drawbacks. Offices obviously have the benefit of promoting face-to-face collaboration which in turn facilitates team trust.  On the other hand, a well-managed virtual team benefits from greater cultural diversity, even though there is a risk of losing key information due to communication gaps and silos.
[bookmark: _Toc229156382]Collaboration in the Remote Environment 
Collaboration is defined by Zoom (2025) as the process in which a group works together by sharing ideas, knowledge and skills.  This not only potentially contributes to the creation of great ideas but also leads to achievement of a common goal that may not be accomplished individually. HBR (2015) reported that effective team collaboration involves leaders actively listening to their teams as opposed to just talking at them, as it’s just as important for them to stand down and listen to different ideas. Hoekman, et al. (2010) felt that collaboration at a distance brought many more challenges which would enable effective listening as well as benefiting from external knowledge.

A CIPD (2025) factsheet highlights that effective internal communication at all levels is crucial for collaboration, cohesiveness, strategy, trust, and openness. It also outlines the following key factors that will help to achieve these goals
· That communication should be clear and transparent.
· That exchanges must be open, honest, and treat everyone equally.
· The need for high-quality communication which must be maintained throughout the company, regardless of where employees are located, their work schedule, their job position, or level of seniority.
· That communication workflows should go in multiple directions—for example, horizontally among teams and departments, and vertically from employees up to senior leadership.

The reduction of direct micromanagement that is more likely with face-to-face interactions is one of the key distinctions between virtual collaboration and working collaboratively in hybrid or office environments.  Where employees and teams are not micromanaged, virtual organisations are encouraged to foster a culture of accountability, empowering team members to assume responsibility for their tasks and make autonomous decisions. According to Zoom (2025), providing employees with appropriate resources, tools, and support, with leaders refraining from frequent intervention, cultivates trust within remote teams and strengthens their confidence in their own expertise to accomplish objectives. 

The creation of opportunities for staff to interact, share ideas, and exchange knowledge is vital for successful onboarding and smooth integration within any organisation.  Additionally, a Microsoft survey reported by Laker, et al (2022) revealed workers are booking more 30-minute meetings than ever, which has caused weekly meeting time to rise by 10%. This trend is concerning, as researchers note that more meetings tend to lower both productivity and employee satisfaction.   Zoom (2025) released a statistics report that stated 64% of employees say poor collaboration caused up to 3 hours of weekly lost productivity.  Panopto (2020) also reported that survey participants spent 80% of their workday communicating and collaborating meaning their existing workload would build up – thus the need for continuous improvement is paramount.   Drake and Chen (2023) carried out a collaboration assessment which provided practical advice on how to effectively collaborate across all modality settings.  They believed that when collaboration is missing, meetings and business processes tend to be inefficient because there isn’t enough ownership or accountability. Therefore, it’s essential to make requirements, responsibilities, and rules as clear as possible to avoid mistakes.    

New hires, and particularly those unfamiliar with fully virtual environments, are often those employees who miss out on spontaneous interactions, like water cooler chats or casual kitchen conversations. CIPD (2022) highlighted that a lack of informal collaboration and information sharing can pose real challenges for newcomers who move straight into a virtual working environment.  This is more prominent in those deemed as early-career professionals who will miss out on building connections in the office.   Darics and Gatti (2019) identified significant distinctions between in-person and virtual collaboration, noting the challenges posed by unclear boundaries and the diverse contexts within which virtual teams operate. For these teams to succeed, employees must cultivate a shared sense of purpose and recognise their status as distinct entities with unique identities. This approach means that there must be ongoing development which enables a common understanding regarding business rules, work practices and processes, as well as the evolving position of a team—both online and offline.

Olson and Olson (2014) highlighted that there are five essential team characteristics: extroversion, agreeableness, conscientiousness, emotional stability, and openness. It is believed that extroverts often shape group behaviour as they are more inclined to gravitate toward social interaction.  However, it is thought that a combination of all these traits fosters strong work ethic and trust among team members. All teams, particularly those that are remote and distributed, must possess additional qualities such as self-management, effective communication, cultural sensitivity (particularly in cross-cultural settings), and adaptability to technology.  These team traits are vital for successful collaboration (Blackburn et al., 2003, as cited in Olsen and Olson, 2014).

Miller & Katz (2018) highlight the significance of safety in workplace interactions, as they state it fosters an environment that is productive, motivating, and sustainable. In such settings, employees can express themselves more openly, and feel fully included, in turn benefiting from enhanced trust, collaboration, and inclusivity.

Workplace trust among remote teams can also be fostered by sharing personal histories, including background, qualifications, and training (Bos et al., 2002).  It can also be achieved by facilitating social interactions that help employees establish common ground.  This approach is especially important because remote collaboration often results in reduced social engagement compared to traditional office environments (Jirotka et al., 2005, as cited in Olson and Olson, 2014).   A key skill in any organisation or team is being able to work together, however, the level of trust among members controls how collaboration unfolds, and therefore for effective team building through collaborative learning, there needs to be personal familiarity, closeness, and trust between individuals (Handy, 1995).

Boquen (2023) found that remote work often results in challenges like poor collaboration and communication (20%), loneliness (20%), and difficulty unplugging (18%).  Many remote team members reported increased loneliness, irritability, worry, guilt, and a range of negative mental and physical health symptoms.  However, the article also reported that 63% of women and 55% of men were more productive working from home.   Bissel et al. (2025) later discovered that after the pandemic, people’s choices to work from home or in an office were largely influenced by their ability to focus, with research demonstrating that an employee’s presence should be categorised as geographical.   The importance of presence matters because not only does it include the various social and spatial circumstances where people work, but also the influence of technology on that presence, and more importantly, how attention remains focused within each environment.

[bookmark: _Toc229156383]Conclusion
Due to the significant changes in work practices brought about by the global pandemic, the literature on this research was far more extensive than imagined. The evidence was clear that none of the themes were new, just more pronounced and they have been massively altered by the digitalisation over the past 6 years. Virtual teams are clearly not a novel concept, as many already established global fully virtual teams such as Dropbox, Basecamp, GitLab, and AoEC are already well developed and continue to advance further in response to the evolving digital era. However, the review of the literature highlighted that there is an even greater lack of research which examines how fully virtual teams have developed over the past six years, compared to more general investigations into virtual work practices.

Finding research on successful collaboration in fully remote environments proved to be more challenging compared to the sheer amount of material available concerning hybrid work.  However, due to the increased dependence on digital platforms, there are diminishing opportunities for human interaction, which can disrupt effective communication. The primary challenge that was identified was sustaining a strong connection along with clear communication amongst teams that operate remotely along with the issue of the lack of regular in-person engagement.  AoEC, being a well-established virtual company, should continue to actively promote collaboration between its team to build trust among employees, specifically when bringing in new team members

Collaboration and knowledge sharing will inevitably vary between office-based and fully remote setups, especially due to differences in synchronous and asynchronous working styles.  AoEC is a team that operates asynchronously, with members working various working patterns across different time zones. The literature clearly demonstrates that this arrangement can create challenges for teamwork such as building trust among employees as well as having a clear understanding of what information should be shared versus what is classed as essential knowledge.  Face-to-face settings tend to encourage collaboration more naturally through the ability of informal interactions, while virtual platforms like Zoom can lead to more distractions, potentially from excessive and non-essential information, which in turn risks reducing productivity. 

The research indicates a clear need for further investigation into fully established virtual organisations and how they have evolved over the past six years. This would provide a more robust benchmark for comparing companies such as AoEC.  Unlike many organisations that transitioned to remote or virtual operations in response to the pandemic, AoEC was founded with this structure, making it distinct among competitors. However, much of the existing literature which discusses organisations like AoEC tends to be more opinion-based rather than supported by peer-reviewed, evidence-based research.

[bookmark: _Toc229156384]3.	Methodology
[bookmark: _Toc229156385]Aims and Objectives
The aims and objectives of this research are as follows:
Aim 
Drawing on both previous and recent findings, this research seeks to systematically explore employee experiences of effective knowledge sharing within fully virtual teams versus more remote friendly settings
Objectives
1. An exploratory review of the literature and what it says about knowledge sharing in a fully virtual versus a remote friendly company.
2. Conduct interviews with AoEC employees to gain deeper insights into their perspectives and experiences on knowledge sharing within a virtual company.
3. Evaluate primary research and define themes using thematic analysis and literature.
4. Propose recommendations informed by gaps in literature and primary research

[bookmark: _Toc229156386]Research Rationale	Comment by James Moore: This needs a bit more about the theory of research and some more critique of different methods...the Research Onion is probably a good model to consider.
The reason for this research is to assess if the day-to-day operations at the AoEC are effective, and then to evaluate if existing processes support team collaboration and knowledge sharing.  

Whereas the global pandemic pushed many companies to operate virtually, AoEC was already fully established as a virtual company.  When AoEC was established, the CEO had found that communication depended heavily on phone calls and emails due to the founders being geographically dispersed.  Office space had been frequently considered during the first decade of operations; however, it was never really required.  This ultimately proved to be an advantage as it enabled the company to keep overheads down and manage cashflow more effectively during challenging periods.

Mutebi and Hobbs (2022) found the impact of flexible working arrangements to be challenging and found that pre-pandemic studies merely focused on employees who had either voluntarily requested remote work or those businesses who offered working from home arrangements.  They also found that research carried out during the more prevalent years of the Pandemic were more targeted towards businesses whose remote working conditions were mandatory.  This resulted in studies specifically carried out during the Pandemic to be slightly skewed as researchers were unable to determine the long-lasting effects of remote working.

Post Pandemic, many businesses have reverted to remote-friendly or hybrid models, rather than maintaining exclusively remote arrangements. This provides an excellent opportunity to evaluate the effectiveness of collaboration and knowledge sharing in fully virtual work environments, such as AoEC.  Whilst existing research has been carried out around those companies that were forced to transition to virtual operations to stay afloat amidst the Pandemic, there is a clear lack of research around remote native companies and how they effectively knowledge share and collaborate.    Studies continue to appear around remote and hybrid working and the evolution of these models, but not virtual organisations that have never used a physical office space.   This study addresses that gap by looking at how completely virtual companies tackle key issues such as knowledge sharing and collaboration.

Using the Research Onion framework by Saunders, et al. (2023), this research will use an interpretivist philosophy.  The rationale for using the interpretivist approach stemmed from the belief that the research is quite unique and will therefore help to shape improvements for the AoEC team.  An inductive approach was also used which allowed themes to naturally emerge from the experiences of AoEC employees rather than using a pre-defined hypothesis.  The study is focused on a case study of a completely virtual organisation to allow more detailed and richer research.  This method has been used as opposed to a broader selection over a few different companies which operate across hybrid and virtual settings.  Semi- structured interview style questions were originally constructed which would have allowed a deeper exploration into the topics of knowledge sharing and collaboration. However, these questions changed in format due to factors that will be discussed in the next few paragraphs to a more structured and informal questionnaire style.  The answers will then be analysed using thematic analysis to prevent limits to the research as well as potential bias.

[bookmark: _Toc229156387]Research Design and Method
A qualitative, interpretivist approach to examine the differences between remote friendly and remote only environments, with specific focus on how this environment impacts team collaboration and knowledge sharing was the research method chosen for this research.  Neuman (2012), described qualitative methods as those suitable for investigating the real-life situations of a small group to understand their perspectives.  McCleod (2024) later provides a well-founded rationale for choosing qualitative data over quantitative data, and highlights how qualitative research focuses on words, meanings, and personal experiences. A qualitative approach would therefore enable those who have direct experience within remote work environments to voice their opinions and concerns, which will be a crucial next step for supporting the findings from the secondary research in the literature review.

Originally, a plan was made to use several semi-structured questions for the research which would be suitable for those working in remote-only or remote-friendly/hybrid environments.  This would allow an in-depth analysis of the environment settings, as well as how collaboration is approached, and the effectiveness of knowledge sharing within that environment.   Semi-structured interviews were chosen over more structured interviews, as typically structured interviews would produce more standardised quantitative data rather than qualitative insights (Anderson et al., 2024).  However, due to increased workloads, and very limited time, there had to be a change of plan surrounding the questioning from a more interactive interview style to a more structured and formal format.	Comment by Natasha Davies (IMH): Points in this paragraph are logical just show the impact on your research. For example why is it important that the research focuses on words  and personal experiences etc.

This researcher used the following questions to shed light on AoEC employees and their perspectives on remote collaboration and knowledge sharing:  These were checked with the allocated supervisor who assisted in enhancing and tweaking the questions
1. How do you support effective knowledge sharing?
2. How do you support effective collaboration?
3. What strategies do you feel help remote knowledge sharing succeed?
4. What is your current knowledge sharing and collaboration setup like compared to other workplaces you've experienced?
5. What communication methods do you find distracting and why?
6. As a remote worker, what collaboration and knowledge sharing based challenges do you face?
They were also given the opportunity to add any additional comments or remarks. 
All Questionnaire transcripts can be found in Appendix 4.

[bookmark: _Toc229156388]Data Collection 
The research was meant to be carried out via interview, however, after attempts were unsuccessful to arrange the interviews due to time constraints and work patterns, authority was requested to use an online questionnaire.  The rationale for interview-based research had been the ability to directly observe participant behaviour. The method of research would mean that whilst participants' accounts are valuable (Anderson et al., 2024), combining them with direct observation and reflection would enhance insight.   Not being able to analyse the body language and tone of voice of those questioned, resulted in a potentially crucial opportunity to really strengthen the research.  Non-verbal communication, particularly body language and tone of voice, often conveys significant information that can enhance the interpretation of verbal responses (Phutela, 2015).  However, conducting interviews online via video instead of in person could be considered a disadvantage as participants might already be experiencing Zoom fatigue, particularly on workdays, so it would have been important to keep calls brief (Keen, et al., 2022).  Remote interviewing can also prevent forging a deeper connection between the researcher and participant, which in turn may limit how in-depth the conversation could become (Irvine et al, 2013).  Another drawback to online video calls are the distractions that come from messenger and email notifications during working hours, as well as childcare or pets outside of working hours (Rahman, et al., 2021)  

AoEC uses software called Zoho to generate internal client feedback questionnaires.  It was therefore logical and cost effective to use the software to transform the interview questions into more of a questionnaire. Accompanying the link to the questionnaire for participants on distribution, was a form for informed consent (Appendix 1) for all participants.  This is to ensure anonymity during data collection and reporting, and guarantee that data is not shared without authorisation (Saunders, et al., 2023).  Andersson et al. (2024) notes that surveys and interviews are becoming more common because the ability to make them anonymous as well as the advantage of ease to compile responses into a spreadsheet. Lund (2023) also found that researchers increasingly prefer questionnaires or survey methods, due to enhancements of web-based technology and the benefits of saving both time and money.   Questionnaire design protocol was used as per the recommendations from various authors in the 2024 publication of Research Methods in HRM by Andersson et al.  The questionnaire was designed with the introductory guidelines along with a layout that was easy to read with text boxes to accommodate longer responses.  Finally, an automated thank you message closes the survey for participants upon successful completion of the survey. The survey is available for reference in Appendix 2.
 
The decision was made to distribute the questionnaire to all 35 employees within the company as opposed to 8-10 to capture a more diverse and comprehensive range of responses.  This was also decided upon to ensure sufficient responses to be able to carry out a thorough analysis was received.  It also added to the element of being completely anonymous as employees hadn’t been pre-selected   A link was sent along with a structured message explaining the research via our internal Basecamp system.  The structured message (Appendix 3) outlined the rationale for the research questions and defined the key terms “knowledge sharing and collaboration” for the basis of the questions.   Additionally, the correspondence included the survey questions and a consent form. Out of the 35 participants invited, 10 responses were received, all of which offered valuable insights and extensive answers. Respondents appeared to represent both experienced members of the company and individuals with prior experience in different sectors.  

[bookmark: _Toc229156389]Data analysis
Using Zoho to conduct surveys offered significant benefits as noted above, as AoEC already subscribes to Zoho making it cost effective. The software also automatically consolidates data into an Excel spreadsheet which therefore eliminates the need for transcription which can take time. Even though live interviews would have been more beneficial as they would have enabled further probing and elaboration of responses, using anonymous questionnaires ensured that the research was in no way affected by researcher influence.

The original proposal had also mentioned using NVivo Software to code data and organise the findings into themes.  However, due to time constraints and unfamiliarity with the software, it wasn’t a suitable option to analyse the responses, and so the decision was made to use Microsoft Excel instead.  Elements of quantitative analysis were also inadvertently added to the research when using Excel as a calculation was used to gauge the frequency of themes which was then converted to percentages.  These were then transformed into visual graphs and charts to display the research themes. This approach enabled a comparison of the frequency of the different themes that emerged enabling a deeper exploration of employee perspectives and dominant trends within the data.

The use of thematic analysis in the following section was used to add a reflexive approach to the data leading to the identification of themes which could then be systematically coded. Braun and Clarke (2019) emphasise that there should be no assumption that how one researcher interprets codes and themes will be the same as how any other researcher would interpret them, although it may be possible. It was also not recommended by Braun and Clarke (2019) to set themes in advance to find codes, and that themes should arise naturally during the coding process and should be guided by the researcher's individual interpretation of the data. This approach enables new insights to be revealed as well as helping to avoid the limitation of results or introducing bias into the research.

Braun and Clarke (2006) outlined a six-stage process for coding data in research, designed to assist researchers in systematically identifying and addressing key elements within thematic analysis.  They later released further amended versions of this process with the latest in 2022 to clarify misconceptions as it was observed for example that the initial two steps exhibit some overlap.   According to Nazeem and Ozuem (2023), selecting appropriate terminology for keywords is an essential first stage in qualitative research. It was perceived that to represent the narratives and perspectives of participants as authentic, codes generated from keywords must accurately capture the primary meaning behind the data. They also emphasised that methodical and thorough analysis requires researchers to identify key phrases that highlight important perceptions within the data.   

[bookmark: cont]The Braun and Clarke (2022) six step analysis was designed so that researchers could move between the steps in a flexible, non-linear way, enabling the patterns of the data analysis to be repeated.

· Step one was to become familiar with the data involving a general cleanse of the data, ensuring it read well.  This allowed for a better understanding of the perspective of the participant.  The lack of non-verbal methods of communication to assist with the analysis due to not being able to conduct the interviews face to face, meant there was a missed opportunity to observe participants' tone and body language.   Thematic analysis is considered an exciting journey of which Braun and Clarke encourage researchers to approach their work with great thoughtfulness (Braun et al., 2022). It is also essential to reflect on personal perspective regarding knowledge, understanding, and reality, to enable the ability to make well-informed choices in research methods and studies.

· Step two was intended to involve generating initial codes for the themes; however, themes were identified quickly after thoroughly reading each question and answer a few times from participants.   The sentences, suggestions, and phrases that were interesting and informative were highlighted   Codes should be concise but provide enough detail to clarify the shared characteristics of the data relevant to the research topic (Braun and Clarke, 2019). Another approach to thematic analysis involves obtaining statements or keywords directly from significant phrases within those statements, effectively capturing participants’ experiences and perceptions (Nazeem and Ozuem, 2023)

· Step three was to identify distinctive common themes within the data.  As explained in step two, themes had already been established before the codes were generated. Braun and Clarke (2019) argued that coding is intended to create a comprehensive grasp of the data, acknowledging that some themes may not align with the codes. They also state that the development of miscellaneous codes may occur during analysis, but these can be disregarded if deemed irrelevant.  All themes were covered within the selected codes and those that no longer aligned with the research objectives were removed. According to Nazeem and Ozuem (2023), this phase requires assigning codes to data that encapsulate fundamental messages or themes, thereby providing structure to the analysis and facilitating the transformation of data into meaningful categories.

· Step four and step five involved conducting a comprehensive analysis of the main themes identified during data collection and familiarisation.  Subcategories will be clearly defined from the themes, and then be comprehensively analysed, and systematically compared by using both collected data and primary research.  Themes serve to establish meaningful connections between research questions and data, originating from the researcher’s perspective during data collection, as well as their observations and advanced theoretical insight (Carey, 2012).  The process of this analysis will facilitate informed discussion and enable the development of targeted recommendations for improvement within AoEC.

· Step six was to produce a review of the data.   An article by Nazeem and Ozuem (2022) discussing the development of a conceptual model - which will be discussed in the next chapter - was incorporated into this approach. They describe their study as a methodological roadmap, which strengthens the accuracy and duplication of thematic analysis, which in turn presents a thorough strategy for theoretical conceptualisation in qualitative research.  Nazeem and Ozuem (2022) also emphasise that the enhancements of the Braun and Clarke (2006) model is critically important as it creates a robust and conceptual model which provides direction for investigation of the data.  It also enables the identification of significant factors and relationships within the data. Additionally, a conceptual model grounded in a theoretical framework offers justification for the study's theoretical contribution.

An interpretivist approach to analyse the data which enables a unique and potentially new set of theories surrounding knowledge sharing and collaboration in virtual teams, has been selected for the research.  Goldkuhl (2012) explains that interpretivism is often associated with qualitative research, even though other ways of analysing data do exist, and that interpretivism should be used alongside existing meanings to build theories, by acknowledging them without altering them.  Irshaidat (2022) found that interpretivists prefer to understand what is going on by experiential learning and creating connections between research and subject areas.  The literature also states that to achieve this goal, researchers must have open-minded and personalised discussions.   The interpretivist approach, combined with inductive reasoning, allowed data to be analysed objectively, free from preconceived assumptions. This allowed themes to naturally emerge from the data. 

Inductive reasoning was also chosen for this study due to the limited literature that was discovered which specifically addressed knowledge sharing and collaboration within fully remote environments. Although the existing research on these topics is extensive, there were limited sources that examine their operation from a virtual context.  According to Bhatia (2024), successful inductive reasoning plays a critical role in how individuals learn and form beliefs, as it enables generalisation from prior knowledge to inform predictions about new experiences.  Similarly, Braun and Clarke (2006) highlight that inductive methods mainly rely on the data itself, with themes emerging directly from the information rather than being shaped by existing theories.  

The full analysis of the data can be found in Appendix 5.

[bookmark: _Toc229156390]Limitations	Comment by James Moore: Can you put some references in around this?
The research was subject to several limitations. The use of open-ended questions rather than multiple-choice options or scales to encourage more detailed and higher-quality responses, restricted the depth of insight attainable through interviews.  It also eliminated the opportunity for follow-up or clarification (Zhijie, et al., 2025).

The interpretation of quantitative data via thematic analysis also proved to be a limitation, as it potentially introduced bias due to themes being identified and grouped by the researcher.  Even though quantitative summaries were generated by counting the frequency of themes, generalisation of complex participant responses may have occurred which could lead to missing the full scale of the participant perspectives. (Braun & Clarke, 2019).

A smaller sample size may have also limited the generalisability of the findings, which would affect the how much the results would reflect the views of a larger population. (Tipton, et al., 2017).  Lastly, although Excel proved effective for basic visualisation, it restricted the scope of statistical analysis possible compared to specialised software such as NVivo (Moncada, 2025).

The Gant Chart was particularly useful to assist with the limitations of the earlier mentioned time constraints -this can be viewed in Appendix 6.

[bookmark: _Toc229156391]Ethical Considerations	Comment by James Moore: This needs more - see some of the previous examples of dissertations about how to consider ethics
Various ethical considerations were covered to be able to carry out this research to the highest ethical standards.   The Ethics form can be found in Appendix 7.

1. Ethical approval was granted by the University of Wales Trinity St David Ethics Committee prior to commencing the research.  

2. Permission was sought from the HR director and CEO to enable AoEC employees to participate, as well as the ability to reference AoEC throughout the project.  

3. Participants were provided with the information detailing the purpose of the research.  Participants were informed that they can withdraw from taking part without reason or consequence before completing the questionnaire.

4. Participants are told to liaise with the researcher in the case of withdrawing their submission to enable the researcher to liaise with the technology team to remove the submission.

5. Interview questions are kept neutral and for the basis of the research only and do not contain any sensitive content or pose any harmful, emotional or social risks.

6. All participants will be assigned a pseudonym (Participant 1 to 10) which will be used in the research analysis.  This research has not collected, stored or used any personal data, meaning all information is completely non-identifiable and respects the privacy of participants. 

7. Transparency with participants regarding the intentions for the research has always been observed.  

8. Data analysis will be conducted systematically ensuring findings are representative of participants views rather than researcher bias.

9. Data will be securely managed and kept in a password protected folder and for up to a year after the completion of the dissertation.

10. The researcher holds no personal or professional conflicts of interest with research conducted independently and for academic purposes.    

[bookmark: _Toc229156392]Conclusion
This chapter has described the methodologies applied in this research to analyse and organise the data into key themes. It also briefly discussed the limitations encountered during the process, which required adjustments to the data collection and analysis procedures. 

The following chapter will provide an in-depth discussion of the findings from the thematic analysis, drawing attention to the key outcomes that were identified in the literature review.   This will provide tailored insights into the potential issues as well as what success looks like when it comes to knowledge sharing and collaboration within fully remote organisations.

[bookmark: _Toc229156393]4.	Findings and Analysis 	Comment by James Moore: There is some good stuff in here. However, there is a danger that you end up describing, rather than analysing. Once you've presented the data, which your inserts do, then you need to make sure you analyse it.
[bookmark: _Toc229156394]Introduction
This research aimed to explore how AoEC, an entirely virtual organisation, encourages both collaboration and knowledge sharing. The research focused on insights and perspectives from AoEC employees in relation to methods they use for exchanging knowledge and effectively collaborating within a completely remote company.  

Once analysis of the questionnaire data was concluded, four key themes were identified which are

1. The preferred methods for effective knowledge sharing 
2. The strategies for effective collaboration
3. The daily challenges and distractions encountered by staff
4. Successful collaboration within a fully remote company 

These four main themes aim to offer valuable perspectives on how participants view remote work and what effects it has on both teamwork and exchanging knowledge. The questions will appear throughout the themes in a non-sequential manner, and the corresponding question numbers will be indicated throughout the analysis.

[bookmark: _Toc229156395]The preferred methods for effective knowledge sharing
[bookmark: _Toc229077422]Figure 1 This graph illustrates the preferred effective methods of knowledge sharing according to AoEC employees

Analysis
The most striking data point is that meetings are the primary method for knowledge sharing suggesting a heavy reliance on real-time verbal communication.  AoEC staff consider meetings to be valuable as a main channel for communication within fully remote environments.  Whilst meetings allow for immediate feedback, there is the potential risk of knowledge shared within meetings becoming lost if not documented properly.  Interestingly, this supports what is said by Drake and Chen (2023) who found that when collaboration is missing, meetings and business processes tend to be inefficient because there isn’t enough ownership or accountability. This is quite contradictory as meetings are seen to facilitate the exchange of information to ensure staff remain informed and in turn, provide opportunities for open discussion and clarification.  However, Milos (2025) found that too many meetings can lead to less focus, over diluted messages, lower morale, and decision fatigue, particularly as Blanding (2024) stated ,with factors such as time zone discrepancies, cultural diversity, and technological constraints   Staff also reported that these meetings could be a considerable source of distraction, especially when unstructured. According to McKinsey & Co (2023), too many pointless or poorly conducted meetings can affect the efficiency of decision-making and negatively impact the quality of decisions. 

The other mentioned categories such as shared documents at 17%, communication channels at 14%, and team collaboration software at 11%, collectively represent a significant proportion of the results.   This indicates a fragmented digital landscape as AoEC appears to be using multiple platforms to share information.  This can lead to knowledge silos as employees are unsure where to check for the source of truth. Participant 4 suggested that the company should organise and record a series of remote lunch and learn sessions to enhance employee skills, providing lasting resources for future reference. However, the data suggests that training, recorded materials and social media posts were the lowest suggested methods for knowledge sharing.  There may be a low availability of training and recording materials within AoEC meaning the business could be stuck in a cycle of re-explaining things as opposed to creating resources that can be accessed on demand. Forbes (2023) noted that the "lunch and learn" model is now a key method for encouraging learning, collaboration, and team bonding as it enables the connection and engagement of everyone in an inclusive and safe environment as well as the fact that it makes learning more interesting yet mandatory.  


[bookmark: _Toc229077423]Figure 2  This graph illustrates the strategies that AoEC staff feel contribute to the success of knowledge sharing within a remote setting

Analysis
Most participants prefer more streamlined communication - therefore using fewer channels to communicate, avoiding information overload, and maintaining structure.  Participants are signalling a need for better communication hygiene – therefore clearer, more direct and less frequent, yet higher quality interactions.   Participant 6 believes that direct interaction, whether in person or over Zoom, creates a stronger sense of connection by engaging with a real, expressive human being instead of just communicating digitally. Their rationale for this was that this method fosters a sense of connection among individuals and significantly improves their motivation to share knowledge. These observations align with CIPD (2022) findings, which indicate that the absence of informal, spontaneous collaboration found in office settings such as water cooler discussions or impromptu kitchen conversations, is often lacking in remote environments.   

Streamline communication along with meetings and team collaboration account for over half (56%) of responses.  This implies that even within remote settings, employees still view synchronous, in-person interaction as the best way to knowledge share.    As stated in the literature review, Maynard, et al (2018) found that team members who know each other professionally tend to listen to and consider each other's input, no matter what their personal views.

The higher score concerning cross departmental collaboration highlights a potential silo issue with knowledge becoming stuck within teams and departments.  Participants rank the issues with the barriers of collaboration within AoEC to be more prominent than issues like Psychological Safety.  This links back to what Edmondson (1999) had found regarding team members feeling comfortable with each other, allowing better collaboration and knowledge sharing which in turn, fosters psychological safety.

Systems improvements and updates were barely mentioned which is a crucial detail for AoEC leadership.    This clearly demonstrates that even with the technological upgrades, knowledge sharing and collaboration issues cannot be solved unless refined processes exist   It also supports what Blanding (2024) had mentioned about how technological constraints can hinder collaboration and disrupt the flow of knowledge sharing among colleagues.  What he is suggesting is that having poorly managed technological systems creates too much interference with virtual collaboration.  This suggests that collaboration is interrupted by too many unmanaged systems as opposed to a lack of tools.

[bookmark: _Toc229156396]The strategies for effective collaboration 

[bookmark: _Toc229077424]Figure 3 This graph illustrates how staff at AoEC support effective collaboration

Analysis
This question provides strong evidence that the issues within AoEC are due to human behaviour as opposed to the set up within the business.  An overwhelming majority highlighted the significance of team participation as the main ingredient for effective communication suggesting that the success factor is the willingness of 
individuals to engage., whereby all members are encouraged to contribute to a meeting  Participant 8 mentioned that cultivating an atmosphere of open-mindedness, freedom of expression, and psychological safety are fundamental values within any team as it naturally promotes effective collaboration. This perspective aligns with what is said by HBR (2015), which emphasises the importance of leaders stepping back and actively listening to their teams and embracing diverse ideas, rather than solely directing conversation. 

Participant responses also mention psychological safety and the mutual exchange of feedback, which ties directly to team participation as these cultural factors are the foundation for collaboration. Both Gao (2024) and Edmondson (1999) stress that engagement and familiarity among members reduces the reluctance to contribute to meetings.

Clearer communication to assist with effective collaboration was also mentioned several times during the questionnaire by participants suggesting that while technology and tools are necessary, they are only as effective as the clarity of the communication being passed through them.  This aligns with the observations of CIPD (2025), which emphasised the significance of establishing internal communication processes that are cohesive, strategic, and foster a culture of trust and openness.

Channels of communication such as email, and live documents all rank significantly lower than the “behavioural” factors.    This reinforces the trend as mentioned earlier with technology not being as important a method of communication if the content isn’t clear.  This was mentioned by Anwar et al (2019) who had found that collaborative platforms are often misused or incomplete, and Salehi and Abdulridha (2024) who had identified these methods as potential technological barriers to collaboration.   Emails were frequently mentioned as a major source of disruption, with many expressing frustrations about being included in irrelevant messages.  However, there was also a sense that while emails can be distracting, they are also necessary for completing tasks and facilitating important conversations.   The literature review reveals that emails can cause messages to become overly diluted, reducing morale, and contributing to decision fatigue (Milos, 2025). Craine (2019) characterised this situation as "information chaos," especially when several individuals rely on email to discuss or develop ideas.

[bookmark: _Toc229156397]The daily challenges and distractions encountered by staff

[bookmark: _Toc229077425]Figure 4  This graph illustrates the communication methods that AoEC employees find distracting including their reasons.

Analysis
Zoom, the collaboration communication software used by AoEC, was highlighted as the primary source of distraction with the company’s internal company emails and unstructured meetings identified as notable contributors.    This signals that the primary driver of workplace distraction within AoEC is the is the unstructured and real-time interruptions.  Indeed (2026) reports that collaboration tools such as Teams and Zoom have become essential in the workplace, providing advantages for real-time collaboration among virtual teams. However, their findings indicate that these platforms may create pressure for employees to remain constantly available, and that notifications can be distracting when staff are engaged in tasks.    According to Forbes (2026), 69% of remote employees experience greater burnout due to the persistent use of digital communication tools, as the continuous influx of digital messaging contributes to mental fatigue.  This suggests that, although internal messaging systems are used to engage in rapid daily communication, the overuse or lack of structured guidelines may have unintended consequences on productivity.

It has already been mentioned how copying employees into emails that are irrelevant to them, can obscure the main purpose of the communication as well as risking having too many people unnecessarily involved in a task which can result in confusion, chaos, and lack of progress.  Email is often used in modern workflows for tasks it wasn’t designed for, and with the high percentage mentioning this as a distraction, there is a risk that employees suffer “inbox fatigue”.  Plumbly (2025) found that digital overwhelm, which includes email overload and constant notifications, to be a core contributor to technostress.
Similarly, it is equally important to address issues that can arise from meetings lacking clear structure and having employees involved where they don’t need to be   This along with the responses of “too many comms methods” signals that employees are frustrated by inefficiency.   The issue of calling a meeting without any agenda was a significant concern amongst participants, as meetings can cause mental exhaustion.  Instead of driving the team forward, and especially when unstructured meetings can waste precious hours, be counteractive and leave those involved wondering what could’ve been completed instead of being sat there needlessly. (Richmond, 2025)


[bookmark: _Toc229077426]Figure 5:  This graph illustrates the challenges AoEC employees face when collaborating and knowledge sharing

Analysis
A high concern highlighted was time management and heavy workloads, once again mentioning problems like too many meetings and the issues with prioritising them online due to lack of agenda.  This suggests that employees aren’t so much struggling with being remote, but more with the unrealistic output expectations where workers feel they must always be active to prove they are working. Forbes (2024) reported that multitasking disrupts our concentration, resulting in reduced productivity. The participants also mentioned that flitting between tasks decreases efficiency, leads to more errors, and tires the brain more quickly than focusing on one task at a time.    According to Bulacu and Monahan (2025), just 18% of individuals use a structured approach to time management, even though time management strategies are shown to boost well-being and help relieve stress and feelings of overload.  The findings indicated that the improvement of processes, setting clearer expectations and improving communication strategies could all help with time management challenges in both hybrid and remote working environments.

Participants also spoke about the lack of in-person interaction as a major disadvantage, pointing out that it can prevent the development of strong working relationships.   They also noted the challenges in sensing tone and urgency and felt that the absence of face-to-face interaction within remote only workplace environments creates additional obstacles for knowledge sharing.  Gao (2024) observed that knowledge sharing relies on continuous employee engagement, and that when both physical and virtual interactions are infrequent, employees may become reluctant to contribute.  This can lead to reduced psychological safety and trust.  These findings are consistent with communication theories found in the literature review which emphasised the importance of non-verbal cues in supporting meaning and reducing ambiguity.  Forbes (2021) highlighted the importance of body language to avoid miscommunication during virtual calls.  These nonverbal cues i.e. facial expressions, posture, eye movement, tone, and hand gestures help with conveying additional meaning to conversations.

Participant 4 observed that working remotely reduces the ability to gauge colleagues' workloads or pressures, as well as preventing natural relationship building and truly getting to know each other.  There was also a sense that collaborating virtually within AoEC limits effective communication, as it's difficult to interpret tone and body language.  Collaboration isn’t failing because participants don’t want to talk with one another, it maybe more to do with the digital infrastructure being disorganised if systems are hard to navigate.  This can lead to knowledge remaining siloed in individual teams as opposed to flowing through the organisation.

[bookmark: _Toc229156398]Successful collaboration within a fully remote company

[bookmark: _Toc229077427]Figure 6 This pie chart illustrates the setup of knowledge sharing and collaboration within AoEC compared to other workplaces

Analysis
The analysis of this question was approached from a different angle, which resulted in a variety of individual responses rather than consistent themes.  Participants found it difficult to recall pre-pandemic conditions and office working prior to working remotely.   However, the fact that a high percentage viewed the current setup negatively suggests that organisations have ported office habits to digital spaces as opposed to redesigning them.

However there did seem to be a primary concern which was identified as the absence of robust processes in comparison to larger organisations. Quantitative summaries indicated that a few participants referred to issues relating to unclear processes with qualitative responses indicating that this lack of structure led to confusion, inefficiencies and reduced confidence in the AoEC systems.  Without robust processes, simple tasks require manual communication leading to excessive emailing and distractions as mentioned earlier.  These findings align with existing literature surrounding the topic of organisational management with Entrepreneur (2024) recommending that companies should fully adopt and integrate remote work models to facilitate success. This can be achieved through the implementation of digital collaboration tools and the standardisation of procedures.  This would then enable remote teams to operate efficiently across various time zones and locations supporting seamless workflows and effective communication. It’s been found that many employees might follow instructions to complete assigned tasks by colleagues or leaders, however they don’t necessarily question the effectiveness or reason for the task.  Shamsuzzoha et al. (2024) felt that regular audits of processes are essential, and outdated procedures should be discarded, with new relevant procedures being developed from the ground up, involving companywide decisions and input.  Participant 8 mentioned that process updates are often only discussed in meetings (usually irrelevant meetings) or scattered chats.  This lack of companywide sharing leads to knowledge gaps being developed and as successful remote working environments depend on clarity and proactive communication, the informal information sharing that you would normally encounter in offices doesn’t happen remotely.  Participant 1 also felt that whilst their department processes are proving effective to them, multiple file sharing across other departments often leads to confusion about storage locations, which prevents knowledge being successfully shared and creates challenges with collaboration.   However, there is the possibility that perception of what is right and effective is influenced by individual expectations or varying levels of experience.  This therefore may not necessarily reflect the absence of processes as such, but instead it could be due to the inconsistencies in communication and implementation of processes.

Participants generally described their remote work experience within AoEC as open and transparent and one which contributes to a great work life balance. The primary concern within the research doesn’t appear to be the remoteness, but the potential operational immaturity.  Participating employees indicated that greater clarity with regards to communication as well as the standardisation of processes could further improve collaboration and knowledge sharing effectiveness. A few participants also noted that even without meeting every colleague in person daily if at all, collaboration as well as many process workflows remain efficient and function smoothly, however this seems to be dependent of if they are in the same or different departments. 

[bookmark: _Toc229156399]Discussion 
The purpose of this chapter was to evaluate the findings of the primary research involving employees of AoEC.   The participants generally provided a positive outlook regarding their remote work experience, with responses revealing very few significant issues. However, it is clear from the findings that certain areas require attention to further enhance the effectiveness of collaboration and the way in which AoEC facilitates knowledge sharing.

The main challenge with regards to collaboration amounted to the lack of face-to-face interaction, which resulted in difficulties interpreting colleagues’ tone and body language. The element of psychological safety was also highlighted, along with the need for individuals to feel more empowered to contribute during meetings and discussions. Participants indicated that remote collaboration is most effective when supported by clarity, consistency, and trust.  

Remote working environments thrive when there is a strong and well-established documentation culture; when there is a shared sense of promoting psychological safety; and when all employees adhere to agreed communication standards.  These values were considered more important and influential than purely implementing new technological tools and systems., It could be said that to facilitate successful knowledge sharing, there is a need for less dependence on technology and more reliability on shared practices and accountability.

Participants also agreed that having outdated and ineffective processes and files were one of the main reasons for gaps in knowledge sharing.  All participants mentioned a need to streamline procedures and processes; having a centralised base of information accessible for all; and finally, to make use of functioning systems already in place rather than depend on or create new or other unofficial systems which leads to scattered local knowledge.  The findings seem to be closely linked to each other – there is the time management challenges from working remotely, and the importance of reinforcing clear organisational processes and communication procedures.   Participants highlighted that unstructured meetings were frequently regarded as knowledge sharing barriers as the absence of face-to-face interaction could compromise communication clarity. However, meetings were still regarded as the most efficient method for enabling successful knowledge exchange within the organisation.

The key takeaway from this research was how the issues that were uncovered during the research interrelate in ways that strengthen the arguments and the justification of other issues.  Once such issues being unstructured meetings which lead to an increased reliance on messaging platforms for further clarification, with unclear processes adding to time management difficulties.  This suggests that challenges are systemic and can be improved as opposed to being down to the employees.

In summary, the findings indicate that effective remote working is not just dependent on having the right digital tools, but on the presence of well-defined processes, structured communication practices and clear expectations.  If AoEC address these issues, they will further enhance productivity, improve communication and support more efficient time management in a remote working context.

[bookmark: _Toc229156400]Future Research
To improve the reliability and overall quality of the research, any future research on this topic should be carried out via interview and with a larger sample size where possible whilst standardising interviews to a semi-structured format.  This will help mitigate researcher bias as well as capture more trustworthy results that accurately reflect the wider population.

Another interesting angle of the research might be to consider inviting participants from various work settings such as hybrid, virtual, and in-office environments which will provide access to a wider and potentially more diverse audience.  Additionally,  a good focus point would be exploring some of the issues such as how process-related challenges are experienced in practice; as well as the implementation of meeting frameworks and communication guidelines which may improve productivity and reduce inefficiencies.  

[bookmark: _Toc229156401]Method Reflection
The methodology used for this research imposed certain limitations on the data collected. Initially, the plan was to interview a small sample size of approximately ten participants which would have enabled deeper probing of the responses and 
potentially richer explanations from participants. It was only feasible to use questionnaires which returned a small sample of participants, which may have reduced the reliability and increased the risk of bias.  This is because the views were based on a limited number of participants and would therefore not be representative of the wider population. However, using interview data can also be subject to researcher bias as researcher views and opinions could have had a significant impact on the reliability and validity of the findings distorting the conclusions. Another important point to consider is the potential for conflicting results between methods with interviews providing more in-depth qualitative insights, which allow participants to express many different perspectives.  Questionnaires on the other hand, usually produce quantitative, surface-level data, however, this data can be affected by social desirability bias with participants reluctant to say what they really feel to align with what they think a researcher would want to see.   Conducting interviews with certain participants could have greatly enriched the research, but as mentioned in the methodology section, limitations on time and work hours made this impossible. 

Successful remote work relies not just on digital tools, but also on well-defined processes, structured communication practices, and clear expectations. Issues identified in the study were found to reinforce each other such as the attendance of an unstructured meetings might increase the dependence on messaging platforms for clarification.  There is also evidence that unclear processes increase challenges with time management and structure and that challenges within remote settings are due to lack of defined processes rather than the employee and the way they structure their day.  Lack of clarity and structure from leadership can affect how the employee prioritises tasks.  This can lead to the employee feeling overloaded and pressured to complete everything at once.



5. [bookmark: _Toc229156402]Conclusion
The aim of the dissertation was to research existing literature as well as carrying out further research to systematically explore employee experiences of effective knowledge sharing within fully virtual teams versus more remote friendly settings.  The objective was to contribute to a deeper understanding of completely virtual teams and how their current operations might impact the way in which they collaborate and share knowledge.  

Whilst reviewing the literature, finding a comparative benchmark for companies like AoEC was extremely difficult.  This was due to most of the literature either being based on companies that had temporarily moved to remote due to the global pandemic, or companies that had decided to allow their workforce to adopt a hybrid working pattern since the pandemic.    There was very little research carried out on companies that were remote native even though they do exist at around 16% of companies being fully remote worldwide (Forbes, 2023).  This percentage is small on a global scale, with the amount of fully remote businesses not representing most international businesses, the consensus is that they have a significant impact with shaping modern work.  It was therefore quite surprising to find a lack of good peer reviewed literature that exists on remote native companies.  

The employees used for the research were all current employees of AoEC – a completely virtual organisation since its inception. The results from the questionnaires indicate that employees within AoEC are happy with the overall culture and structure of the business, but participants also expressed that they miss the in-person interaction and sporadic knowledge sharing and collaboration that happens naturally in office settings.   

There was a sense that processes weren’t quite efficient enough to allow the teams to operate flawlessly daily.  The main issues that arose were the amount of unstructured meetings on a day to day basis which were unnecessary and irrelevant; too many emails and other notifications disturbing natural workflow; the lack of robust processes and outdated files which cause confusion and the blurred work life balance caused by chat software which made employees feel they always had to be available.  

However, there were also many perks to being able to work remotely with participants describing their remote work experience within AoEC as open and transparent and one which contributes to a great work life balance.  They also shared that the company actively promoted and practiced psychological safety, which is of fundamental importance when employees work apart from other colleagues and workplace collaboration is less spontaneous and more enforced.  

Finally, the research clearly identified areas for improvement that can be easily incorporated into the daily operations of AoEC, which will help shape processes, improve knowledge sharing and introduce ways for the team to collaborate more effectively even though the team is spread across the UK.

The research was not without its limitations as there were issues with obtaining the primary research at first due to the heavy workloads of AoEC employees.  Even though the sample size was originally aimed at obtaining 8-10 in depth interviews, only 10 questionnaire responses were achieved which limited the quality of the data which in turn affected the generalisability of the data. There was also a lack of strong peer reviewed literature to support some of the underlying theories.  Future research would be able to build on this research by examining some of the key themes such as information vs knowledge sharing, in person vs remote collaboration and by comparing like with like – therefore the operations of two different remote native companies.

In conclusion, this dissertation has clearly shown that if the structure and processes are in place, virtual teams can successfully share in depth knowledge and collaborate across technology just as successfully as those based in face-to-face office settings.    This research is merely the foundation for further research into the operations of remote native companies and highlights the continued importance of having a well-defined and transparent structure that is consistently implemented across all levels and departments of remote organisations.

6. [bookmark: _Toc229156403]Recommendations
The final chapter of this dissertation will look to provide recommendations to AoEC which are based on the findings of the questionnaires with employees supported by the existing literature.  Suggestions aim to address the key issues identified to support improvements with knowledge sharing and collaborative engagement within a completely remote company.
The research found that 
· Processes need to be more robust and aligned
· Outdated files need to be dealt with and a clearer structure in place for finding files
· More structure is required in meetings 
· Emails and chat notifications should have clear purpose 
· Face to face interaction is required more regularly or at least informal catch-up meetings to foster relaxation and connection

[bookmark: _Toc229156404]Recommendation one – Implementation of a communication policy
To be able to guide how best to manage the internal communications to ensure consistency, and clarity to all employees, AoEC should implement a communication policy.    The policy would cover all verbal, written and digital communication such as emails, meetings, chat groups and forums.    This will ensure an effective flow of communication is adhered to across the company and will aim to notify employees on important developments or changes that are happening.

An internal communication policy will ensure that information is delivered to the right person at the right time and without this sort of policy in place, employees can miss out on key messages or even be overloaded with irrelevant information.  It will help to enhance productivity by preventing over communicating unnecessary information; it will contribute to an already strong company culture; and it will improve the employee experience by fostering greater teamwork and boosting collaboration.

The policy should be put in place by the HR department and senior management as soon as possible along with a structured meeting to explain the rationale for the implementation and expectations.

[bookmark: _Toc229156405]Recommendation two – Process alignment
Employees mentioned that lack of structure was an issue which affects time management and task prioritisation and by aligning internal processes, AoEC will improve employee performance as well as efficiency.  Alignment will enable all activities, systems and workflows to contribute to an organised and efficient working environment ensuring that all processes are in line with the company objectives, mission and values giving AoEC a competitive advantage.

To achieve this process alignment, it is important for AoEC to identify what really matters and what the priorities and objectives mean for the business.  Key processes need to be mapped by the emphasis of end-to-end process thinking ensuring processes link to business objectives and then align these processes across all 
departments.  Cross department collaboration will prevent silos and issues with inconsistencies and regular reviews of the processes will keep the company up to date and relevant.

The process alignment will need assistance from the technical department as well as internal and external stakeholders with a structured meeting to explain the new process flow and how it impacts each department.

[bookmark: _Toc229156406]Recommendation three – Implementation of file management solution
The recommendation has been chosen as a few participants mentioned their inability to find what they need and that too many manual systems are in place leading to confusion and a sense of chaos.  The implementation of a file management system will ensure that all files are centralised and not scattered across multiple devices and locations, in turn improving security and the ability to retrieve files more quickly and easily.    This will also enhance collaboration across the business as employees are able to edit documents and spreadsheets in real time enhancing the efficiency and compliance of AoEC and eliminating version control issues.

To achieve this solution, AoEC needs to implement a centralised document storage space acting as a single source of truth for all organisational files, which allows employees to access the most current versions of everything.  The next task would be to automate document collection and validation workflows to prevent manual document collection and the tedious task of checking documents before sending that 
there is no old and irrelevant information and that the version is up to date.  AoEC should also have a tracking system to flag document expiry dates to trigger auto renewal notifications.  

The ownership of this task would belong to the technology department, but it may also be a benefit to have a product owner who maintains the tracking of documents, workflows and access control of documents.  Having role-based access control will prevent information that is confidential to certain participants being accessed and edited therefore creating a powerful level of internal security.

[bookmark: _Toc229156407]Final thoughts
To summarise and conclude, the recommendations that I have outlined above will provide AoEC with realistic and actionable steps to address the issues raised during the research.  I believe that the implementation of these recommendations could significantly enhance its strong virtual organisational structure.  I also feel that these recommendations together with any future research on completely remote native teams will provide a solid foundation for ongoing development growth.
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Interview Consent Form

Research project title:  An analysis of how AoEC, an entirely virtual organisation, facilitates effective collaboration and knowledge sharing
Research investigator:  Julia Rees
Research Participants name: 

The interview will take 30 minutes.  We don’t anticipate that there are any risks associated with your participation, but you have the right to stop the interview or withdraw from the research at any time. Thank you for agreeing to be interviewed as part of the above research project.  
Ethical procedures for academic research undertaken from UK institutions require that interviewees explicitly agree to being interviewed and how the information contained in their interview will be used.  This consent form is necessary for us to ensure that you understand the purpose of your involvement and that you agree to the conditions of your participation. 
Would you therefore read the following points and then sign this form to certify that you approve the following: 
•   the interview will be recorded, and a transcript will be produced
•   you will be sent the transcript and given the opportunity to correct any factual errors 
•   the transcript of the interview will be analysed by (name of the researcher) as research investigator
•   access to the interview transcript will be limited to (name of the researcher) and academic colleagues and researchers with whom he might collaborate as part of the research process
•   any summary interview content, or direct quotations from the interview, that are made available through academic publication or other academic outlets will be anonymised so that you cannot be identified, and care will be taken to ensure that other information in the interview that could identify yourself is not revealed 
•   the actual recording will be destroyed 
•   any variation of the conditions above will only occur with your further explicit approval or a quotation agreement could be incorporated into the interview agreement 

Quotation Agreement  

I also understand that my words may be quoted directly. With regards to being quoted, please initial next to any of the statements that you agree with: I wish to review the notes, transcripts, or other data collected during the research pertaining to my participation. I agree to be quoted directly. I agree to be quoted directly if my name is not published and a made-up name (pseudonym) is used. I agree that the researchers may publish documents that contain quotations by me. All or part of the content of your interview may be used; 
· In academic papers, policy papers or news articles 
· On our website and in other media that we may produce such as spoken presentations
· On other feedback events
· In an archive of the project as noted above 
By signing this form, I agree that; 
1. I am voluntarily taking part in this project. I understand that I don’t have to take part, and I can stop the interview at any time; 
2. The transcribed interview or extracts from it may be used as described above; 
3. I have read the and understood the questions, key terms and above information; 
4. I don’t expect to receive any benefit or payment for my participation; 
5. I can request a copy of the transcript of my interview and may make edits I feel necessary to ensure the effectiveness of any agreement made about confidentiality; 
6. I have been able to ask any questions I might have, and I understand that I am free to contact the researcher with any questions I may have in the future.

Printed Name  
Participants Signature                          
Date   

Researchers Signature                           
Date     
Contact Information  

This research has been reviewed and approved by the UWTSD Ethics Board. If you have any further questions or concerns about this study, please contact:  
              
Name of researcher             
Full address              
Tel:               
E-mail:    
You can also contact (Researchers name) supervisor:            
E-mail:     


[bookmark: _Toc229156410]Appendix 2: Questionnaire

[image: ]





























[image: ]














[bookmark: _Toc229156411]Appendix 3: Email invitation



From:	Julia Rees
To:	AoEC Employees <AoECEmployees@aoec.com>
Subject:	Masters Questionnaire - Remote Collaboration and Knowledge Sharing
Date:	24 February 2026 16:45:00
Attachments:	Consent Form.docx

Good afternoon all

First, apologies for having to reschedule/cancel some of the appointments, and I want to thank you so much once again for agreeing to spend some of your time assisting me with this dissertation.. The plan has changed and will now be coming to you as a questionnaire to complete in your own time. The form will have an expiration date, allowing me sufficient time to analyse and find key themes in the answers. Your answers will be completely anonymised during the data extraction.
Background

I am conducting research to evaluate our current remote collaboration practices and identify areas for improvement. As a remote employee, your experiences are crucial for gathering accurate data to drive impactful changes.

Key terms

The key terms used during the interview can be summarised as follows

Knowledge sharing in the context of these questions can be defined as a well-established subject that yields a substantial amount of information through online search engines and academic libraries. For the purposes of this research, knowledge sharing encompasses not only the exchange of information, but also the communication of ideologies, perspectives, specialised expertise, and insights acquired through experience and education

Collaboration in the context of these questions as the process in which a group works together by sharing ideas, knowledge and skills to not only create something great but also to achieve a common goal that may not be achieved individually

Format

The questions are now in questionnaire format via Zoho Surveys and will contain the following questions
1. How do you support effective knowledge sharing?
2. How do you support effective collaboration?
3. What strategies do you feel help remote knowledge sharing succeed?
4. What is your current knowledge sharing and collaboration setup like compared to other workplaces you've experienced?
5. What communication methods do you find distracting and why?
6. As a remote worker, what collaboration and knowledge sharing based challenges do you face?

These questions will enable me to gain a deeper understanding of your knowledge and perspectives on knowledge sharing and collaboration within AoEC. Consequently, I will be able to identify themes in the data, compare them with existing literature, and ultimately make recommendations for improving and enhancing current processes. If there is anything else you believe would assist in my qualitative data collection, please feel free to share your thoughts in the last box of the survey.

Survey access - Remote Collaboration and Knowledge Sharing

Please can you also sign the attached sheet which states your agreement to participate.

Thanks so much in advance

Julia Rees
Finance and HR Manager
t: +44 (0)20 7127 5125	direct: +44 (0)333 050 2933
w: www.aoec.com	e: julia.rees@aoec.com

Important: The contents of this email and any attachments are confidential. They are intended for the named recipient(s) only. If you have received this email by mistake, please notify the sender immediately and do not disclose the contents to anyone or make copies thereof. Academy of Executive Coaching Ltd. Registered in England and Wales. Company No.04534640. Registered Office: 64 Warwick Road, St Albans, Hertfordshire, AL1 4DL.
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1. How do you support effective knowledge sharing?
Platforms such as email, Zoom chat, live Google docs and Zoho Work Drive.   Weekly team meetings are important to share what we're working on and progress that we're making with projects. It also serves as a useful sounding board to help resolve any issues or ask for advice and draw on other team members experience.   An 'Action Stations' Zoom chat helps as an open communication channel between a few different teams.

2. How do you support effective collaboration?
On a practical level, documents that can be updated live (e.g Zoho sheets) are useful for collaborating as it allows async updates when suits individuals and keeps one source of 'truth'.  I find working remotely means you miss out on more casual chances to chat, sharing knowledge and adding context to things happening in the org. I always welcome being pinged on Zoom chat for chances to share and collaborate like this.

3. What strategies do you feel help remote knowledge sharing succeed?
All colleagues having access to centralised platforms and understanding of which platforms to use for what. E.g. Basecamp used for companywide messages and updating files / logos, Zoho Work Drive for documents and images. At the moment, there seem to be several points of knowledge keeping and it's unclear (outside of my own team) where these are and what they do.   Knowledge needs to be searchable with consistent naming and saving conventions so it can be found.   Psychological safety is also important - everyone feeling that they can speak up and ask questions without being judged.


4. What is your current knowledge sharing and collaboration setup like compared to other workplaces you've experienced?
In the past I've used companywide share drives with centralised documentation and recorded meeting decision / outcomes in the way of minutes which are shared by email.  Also, a Portal for more general employee info e.g benefits, pensions, etc.   For me, knowledge sharing and collaboration works well within my own team but outside of that there seems to be lots of different pockets of file sharing, and it can be confusing remembering where things are kept e.g. WorkDrive or Basecamp? Or both? Emails? There can also be confusion over who updates which live documents.

5. What communication methods do you find distracting and why?
Maybe poorly planned meetings without a clear agenda or outcome.   I personally don't have Zoom or email on my phone but I'm happy for colleagues to ping me or call throughout the workday if they have a question (rather than getting into a back and forth over email).   Excessive email notifications can disrupt the flow of work (e.g. Basecamp notifications)

6. As a remote worker, what collaboration and knowledge sharing based challenges do you face?
Aside from the practical aspects around file sharing / documentation already mentioned, I find the biggest challenge around being a completely remote worker are the lack of opportunities to have spontaneous, casual, in-person 'corridor' type conversations where more depth and context is given to projects and issues. This reduces informal learning and passive information exposure, so I feel like more needs to be documented.

7. Anything you would like to add?
No further comments
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1. How do you support effective knowledge sharing?
Faculty newsletter, emails, videos inserted into emails, train the trainer, attending meetings.

2. How do you support effective collaboration?
Facilitate meetings so that everyone gets involved, has a voice and issues don't go unaddressed.

3. What strategies do you feel help remote knowledge sharing succeed?
Variety of opportunities and methods of communication to support the knowledge that needs sharing i.e. video if more helpful than email etc

4. What is your current knowledge sharing and 
collaboration setup like compared to other workplaces you've experienced?
About the same! I am surprised things haven't evolved more over time!

5. What communication methods do you find distracting and why?
EMAIL!!! I literally have 100s every day

6. As a remote worker, what collaboration and knowledge sharing based challenges do you face?
Harder to be creative behind a screen things take longer to work through needs strong facilitating than in person

7. Anything you would like to add?
No further comments
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1. How do you support effective knowledge sharing?
I support effective knowledge sharing in a number of ways: - via Zoom chat - informal sharing - via basecamp - more formal sharing - via meetings - informal sharing - via email - formal sharing - synergy sessions - staff meetings

2. How do you support effective collaboration?
This would be via project groups set up to discuss and share ideas about a particular subject. This collaboration could be via email or zoom meetings. On going collaboration is best achieved through regular meeting slots (weekly/monthly)

3. What strategies do you feel help remote knowledge sharing succeed?
It is important to be open and transparent and to also be consistent with regular scheduled team meetings and/or team updates. It is important when filtering knowledge throughout the company that nobody is missed out and everyone has the opportunity to receive all information even if this is via a recording of a meeting. It may be helpful if a summary of the meetings could be shared.



4. What is your current knowledge sharing and 
collaboration setup like compared to other workplaces you've experienced?
It’s been a long time since I've worked somewhere else, but I would say in a large organisation there tends to be more of a process for knowledge sharing and collaboration. Usually this would have been through f2f meetings (as not virtual) and emails. I think there was probably less discussion and more telling!

5. What communication methods do you find distracting and why?
I think Zoom chat can be tricky. I think it should be saved for quick questions/answers but not for formal knowledge sharing as it’s impossible to track back to find old posts.

6. As a remote worker, what collaboration and knowledge sharing based challenges do you face?
I suppose it’s not having instant access to people to bounce ideas off. But we do still have zoom chat so that covers that really. I think in the AoEC, it’s more the issue around people only working certain days a week - most faculty. Which makes planning team meetings with everyone attending quite challenging.

7. Anything you would like to add?
I think the key thing when sharing information is to ensure all those who need to know are included. Decisions tend to me made between 2 people and then that information is not shared with others. Not sure this is anything to do with being virtual though - just being more aware of how decisions affect others in different areas of the business

[bookmark: _Toc229156416]Participant 4 Questionnaire

1. How do you support effective knowledge sharing?
Organising and leading weekly team meetings where all team members add items to the agenda.  Additional different. regular team meetings. More collaboration rather than knowledge sharing though.  Examples of knowledge sharing are: 1) Arranging a series of remote lunch and learn sessions to upskill employees. These were recorded and available as evergreen material for referencing. 2) Sharing work related news on Basecamp 3) sharing recordings of webinars that I have attended and found useful with marketing team 4) Externally we produce a range of resources and make publicly available e.g. articles, case studies, research and reports, brochures, webinars and podcast - nature of the job! 5) In relation to the above, we share all the above, and news items via email, socials, LinkedIn groups, website (this is in relation to marketing, not internal)

2. How do you support effective collaboration?
1) Weekly team meetings where everyone is invited to add agenda items. Member of CRM joins the marketing meetings 2) Weekly SLT meetings 3) Organise and facilitate regular meetings with Global Partners 4) Via email, zoom and meetings, request feedback.  The above is about the channels. Skills used: coaching skills = listening, open questions and other communication skills.  Culture - Creating trust - a psychologically safe environment - being available - empathetic - role modelling how I expect to be treated

3. What strategies do you feel help remote knowledge sharing succeed?
Systems - (at the moment this is a significant challenge) Embedding this into our culture (currently limited) Building trust and openness so people are not afraid of asking. Building in time for training and ensuring all who need it, complete it without it being cumbersome to them.


4. What is your current knowledge sharing and 
collaboration setup like compared to other workplaces you've experienced?
Not good but this is a different kind of organisation that I have ever worked in previously. Factors why it isn't good include: - being remote - no regular training - no dedicated regular time for learning - too busy! - a large proportion of people working part-time

5. What communication methods do you find distracting and why?
	I guess people can't see that you are busy when you work remotely so there are constant interruptions through the day, every day. Even if you put DND on Zoom people still message you. I find you are unable to turn email off as you need it for the piece of work that you are trying to concentrate on. Zoom can be your best friend or your work enemy. Personally, I have turned off work email from my personal phone as I found I could never switch off from work. I do have Zoom app on my personal phone, but you can log out, and I don't have a problem with that. However, there are a few work What's App groups and they use your personal telephone number. I am NOT a fan of this due to the volume of messages and request that come through during non-work time. - When on a zoom call with someone and they look like they are doing other work / looking at another screen.

6. As a remote worker, what collaboration and knowledge sharing based challenges do you face?
Distractions as mentioned above - Time - Lack of people being able to see your workloads or pressures you are under - Lack of relationship building and really getting to know one another - Limited communication eg cannot see body language - People's part-time hours - everyone using different communication platforms for different purposes eg zoom, email, Basecamp - number of different systems and not a central system for filing, collaboration etc - worried about disturbing others - lack of training budget / time for learning and knowledge sharing - there are A LOT of meetings but these are all necessary. They act as a disturbance and interfere with being able to complete pieces of work and another challenge of meetings is that they tend to be very task heavy, very little time to get to know one another and informal conversation. Also means we jump from task to task very frequently and capacity to complete anything is challenging as always multi-tasking.

7. Anything you would like to add?
No further comments.

[bookmark: _Toc229156417]Participant 5 Questionnaire

1. How do you support effective knowledge sharing?
Primarily through documenting and sharing relevant information, practices and advice on actions, decisions and training for future reference. These are sourced in a single repository with access for the relevant people.


2. How do you support effective collaboration?
By ensuring that work and projects are clearly defined, communicated to the right people and sharing responsibility for the outcomes. Essential to keep relevant people informed and involved by regular updates and opportunity for review. Important to make this relevant and not waste people's time.

3. What strategies do you feel help remote knowledge sharing succeed?
As we are primarily a remotely operating business it is important that communication and meetings are relevant, documented and follow clear processes. It is important to have a single source for information and documentation, so this is correct and easy to access.


4. What is your current knowledge sharing and 
collaboration setup like compared to other workplaces you've experienced?
Other companies have had fewer and more organised central areas for information repository and sharing. Better operational processes requiring less messaging and emailing about everyday actions which should be automated. They also have better co-ordinated management of business processes and decision making resulting in less informal messaging and meetings.

5. What communication methods do you find distracting and why?
	Use of instant messaging with no prioritisation for response or action. Too many meetings without clear context and follow up actions.

6. As a remote worker, what collaboration and knowledge sharing based challenges do you face?
The overall issue is informal face to face contact which often shortens issue resolution, problem solving and collaboration. Online meetings seldom have the interaction of personal ones.

7. Anything you would like to add?
In order to grow and develop as a remote business we need to become better at formalising processes, centralising information and using core systems instead of multiple shadow systems and local knowledge.

[bookmark: _Toc229156418]Participant 6 Questionnaire

1. How do you support effective knowledge sharing?
Mostly via email, zoom calls, face to face whenever possible, one to ones, word docs on particular topics.

2. How do you support effective collaboration?
Very similar to the above actually. Also use SharePoint docs, team meetings, FCOP (faculty community of practice) and WhatsApp groups between facilitators when we run programmes/ assessments. Super helpful should something happen to a participant dropping out or to catch up privately during breaks (to plan next session, share challenges, etc..).

3. What strategies do you feel help remote knowledge sharing succeed?
Strangely for me, having one to one contact either face to face or on Zoom. Connecting with a moving talking feeling human rather than just via digital. That gets me closer to the person and hugely improves both my motivation to share knowledge (ex: what I have seen done by competitors, feedback from participants... etc) and collaboration (sharing ideas for new products, potential partners...)

4. What is your current knowledge sharing and 
collaboration setup like compared to other workplaces you've experienced?
More 'normal' and accepted than in other organisations (where sometimes working from home is seen as a bit of a jolly). I realise I have worked with some colleagues for a considerable amount of time, and I have never met them face to face... and somehow it works.

5. What communication methods do you find distracting and why?
	Zoom chats - Basecamp messages at the weekend.  Just too many channels and I don't like having messages at the weekend. I would prefer to have them during the week.

6. As a remote worker, what collaboration and knowledge sharing based challenges do you face?
Working at home a lot is not great for physical health (back pain, static posture...) and although I love working remotely with my colleagues, it does not replace face to face interaction.  Other issues for me are around synchronisation of systems calendars (Zoom, outlook, MS teams, absorb). It can be quite frustrating as not all the systems talk to each other and we need to get the information from different places- so more risk to miss IMCs, meetings, etc.

7. Anything you would like to add?
No further comments.

[bookmark: _Toc229156419]Participant 7 Questionnaire

1. How do you support effective knowledge sharing?
Regular comms with my fellow faculty.  Regular community of practice meetings help.  Clarity of I.T support is essential ..... we tend to use WhatsApp which is not a supported platform :(

2. How do you support effective collaboration?
Sharing feedback from course participants. Having "contracting" ways of working conversations with fellow faculty ahead of co-delivery of programmes.



3. What strategies do you feel help remote knowledge sharing succeed?
Fewer channels of comms and clarity about how and when to use them.

4. What is your current knowledge sharing and 
collaboration setup like compared to other workplaces you've experienced?
I have worked for AoEC so long it is hard to compare as technology has moved on so much since I worked elsewhere.  I worked in a massive global company previously with much better systems and clarity but obviously with huge budgets.

5. What communication methods do you find distracting and why?
Before changing to a purely faculty role I found Circleloop App distracting if I didn't manage to switch it off. Sometimes Zoom chat can be distracting also.

6. As a remote worker, what collaboration and knowledge sharing based challenges do you face?
Often problems arise when no one is around and I have not known how to get help.  Also, in managing client’s key people can be away without me knowing this in advance.

7. Anything you would like to add?
There have been many positives to working remotely in terms of raising my daughter alongside having meaningful work. The values of the company are great - however, greater face-to-face connection would be welcome.

[bookmark: _Toc229156420]Participant 8 Questionnaire

1. How do you support effective knowledge sharing?
I try to make knowledge visible rather than leaving it in meetings or private messages. I document key decisions, processes, and learnings in shared spaces, so information doesn’t get lost or rely on individual memory. After calls, I summarise outcomes and next steps, to create clarity. I also share relevant resources proactively instead of waiting to be asked.  I’m conscious of avoiding knowledge silos. If a question or insight could benefit others, I’ll respond in a shared channel. I also encourage informal exchanges, because a lot of valuable tacit knowledge surfaces through conversation rather than formal documentation.

2. How do you support effective collaboration?
I aim to create clarity from the beginning of any piece of work - being explicit about expectations, timelines, ownership and what success looks like.  I use shared documents for transparency and always try to provide context when assigning or contributing to tasks. I’m also mindful of tone in written communication, knowing how easily it can be misinterpreted remotely.  Creating psychological safety is important to me. I actively invite input and feedback, especially from quieter team members, so collaboration feels inclusive rather than dominated by a few voices.

3. What strategies do you feel help remote knowledge sharing succeed?
From my experience, remote knowledge sharing works best when it is intentional and consistent. Helpful strategies include:  Clear documentation norms (where information lives and how it’s maintained)  Recording key meetings and sharing concise summaries  Structured onboarding resources  Open channels for informal discussion  Regular cross-team updates to prevent duplication  Encouraging a “default to share” rather than “need to know” mindset  Consistency is key - tools only work effectively when everyone uses them in a shared and predictable way.

4. What is your current knowledge sharing and 
collaboration setup like compared to other workplaces you've experienced?
It feels more intentional than some previous workplaces, particularly in terms of structured communication and shared platforms. There is greater emphasis on documentation and transparency.  However, like many remote environments, knowledge gaps can still occur if updates remain within meetings or fragmented chat threads. Compared to office-based environments, we rely far more heavily on written clarity and proactive communication. While this improves traceability, it reduces the spontaneous knowledge exchange that happens more naturally in person.

5. What communication methods do you find distracting and why?
Constant real-time messaging without clear urgency can be disruptive, especially when notifications are frequent and fragmented. It creates subtle pressure to respond immediately and interrupts focused work.  Meetings without clear agendas or defined outcomes can also feel inefficient. In remote settings, where calendars are often full, clarity of purpose is essential.

6. As a remote worker, what collaboration and knowledge sharing based challenges do you face?
Some key challenges include; Missing informal “corridor conversations” where context is naturally shared; Difficulty gauging tone or urgency in written communication; Information spread across multiple platforms; Time zone differences affecting responsiveness; Reduced visibility of who holds specific expertise.  Remote work requires much more deliberate effort to build shared understanding and maintain alignment.

7. Anything you would like to add?
Remote collaboration works best when there is clarity, consistency and trust.  A strong documentation culture, psychological safety and agreed communication norms tend to have more impact than simply introducing new tools.  Ultimately, effective knowledge sharing is less about technology and more about shared habits and accountability.

[bookmark: _Toc229156421]Participant 9 Questionnaire
1. How do you support effective knowledge sharing?
Knowledge-sharing happens most in my AoEC role in relation to supporting existing and new faculty in programme delivery. I'm the longest-serving faculty member and learnt the PD and CSC from a fellow colleague, who learned it from the original creators of the programmes. So, I talk about the pedagogical intent of the programmes, its design, and my understanding of how particular exercises run. This happens formally in induction / training-for-trainer sessions, in group conversations, and on programmes (when discussing the programme in advance, and in-the-moment co-reflection and feedback as the programme days unfold) It also happens when I'm asked to update programme schedules or slides.


2. How do you support effective collaboration?
In my role of promoting AoEC's work on modern slavery, I take part in the Modern Slavery Working Group. That involves discussions, generating and working up ideas, and action-planning. Apart from me, all the group is there voluntarily, so it's about exploring what is possible in their roles, and understanding where the opportunities and 'spaces' are for additional activities.

3. What strategies do you feel help remote knowledge sharing succeed?
Listening skills help! Some of my mottoes are: "Think big, start small, act now"; and "What do I need to do myself, what needs others to be involved, and what can I inspire others to do themselves?" The other maxim I have about collaboration is "First who, then what, then how". Organisations sometimes start with the how and ignore or gloss over the other two - thus avoiding strategy and avoiding relationship-building. In the end, things only happen (in organisational terms) by the words and actions of people, and pretty much they'll only do what they themselves want to do; and so, collaboration means finding out what is possible and agreeable and then planning for how it might happen. You've probably heard the advice to parents, "Find out what your children want to do and then advise them to do it"! Collaboration for me means joining alongside someone else's stream and finding where the meeting points are - the law of the path of least resistance and letting people lead with their willing initiative and imagination. No doubt I'm not cut out for more directional command-and-control leadership situations; but you're asking about collaboration, not about leadership.

4. What is your current knowledge sharing and 
collaboration setup like compared to other workplaces you've experienced?
So, in the AoEC it's comparatively flexible and creative compared to my previous experience - many years ago now - of working in a local authority. I'm part of a local climate community group, and - perhaps because I'm one of the co-founders, thought we started back in 2011, and others have joined the group since then - the group is very collaborative, open to new ideas and flexible in how it operates. The AoEC PD faculty team (I can't speak for the STC faculty team) is lucky to have been led over successive years. All have promoted the development of individual faculty to find their unique faculty voice whilst still adhering to the overall design and teaching principles of the PD. That makes knowledge-sharing and collaboration easy, once new faculty discover what being faculty involves / requires - and so long as existing faculty keep remembering those things. There have been folk who have not lasted long as faculty, for a variety of reasons; the most pertinent to your questions are those who cannot step out enough from being the sage on the stage. As a faculty team we work well together, in my experience. Our individual success / progression helps everyone else. happens more naturally in person.

5. What communication methods do you find distracting and why?
E-mails always feel distracting, but I have to remember how much work gets done through the exchange of e-mails - in other words, they are not always a distraction but are a means to an end.  I get the daily digest of Basecamp updates, so I'm not distracted by the minute-by-minute alerts - and I appreciate that some staff members because of their role need to be more in touch with basecamp messages through the working day.  Diary management is a distraction because of my freelancing coaching and supervision alongside AoEC commitments - but that's a personal juggling act to be managed.  We have an AoEC all-faculty e-mail address; it's use is pretty well respected by everyone, but every now and then an e-mail thread can fall into two or three people having a conversation with everyone else copied in. But that's quite rare.

6. As a remote worker, what collaboration and knowledge sharing based challenges do you face?
Faculty get the luxury of meeting in person every now and then on our in-person programmes, and they are always welcome. It can be hard (given I'm also scheduling private client work) to protect the AoEC away days if the dates are not set and communicated enough in advance.  Graduation is a social connecting opportunity with colleagues, not a work-discussion opportunity (too much else going on). I'm pleased an in-person faculty day was pioneered last November, the day before Graduation; that was the first time I can recall faculty meeting together in-person for relationship building (rather than official team meetings) since I began with the AoEC in late 2016. I realise I am writing predominantly about meeting in person. Faculty are somewhat backward in attending synergy sessions, and I am part of that backwardness - I'm glad when I go but they don't often survive in my diary compared to freelance work. I need to be more disciplined her.

7. Anything you would like to add?
Remote collaboration works best when there is clarity, consistency and trust.  A strong documentation culture, psychological safety and agreed communication norms tend to have more impact than simply introducing new tools.  Ultimately, effective knowledge sharing is less about technology and more about shared habits and accountability.

[bookmark: _Toc229156422]Participant 10 Questionnaire
1. How do you support effective knowledge sharing?
As an SLT we encourage our staff to share their knowledge and experiences in a psychologically safe space. We also support a culture that welcomes knowledge sharing. We created space to share knowledge and started a weekly "hub" meeting for relevant members to update each other on any issues within their departments and to be able to ask for advice and help for others achieved by sharing knowledge. Monthly whole company meetings, three times a year for staff day meetings and weekly senior leadership meetings. We also use Basecamp for online sharing for all and any relevant information.

2. How do you support effective collaboration?
I support effective collaboration both on my own and within the team by ensuring clear and consistent communication throughout. Ensure everyone knows what the goal/mission/end game is - otherwise collaboration becomes ineffective. Ensure everyone knows their roles and responsibilities. Teams are made up of individuals with different strengths, and everyone has something to offer - we utilise everyone's strengths. Effective collaboration is supported through encouraging openness, open mindedness, honesty and freedom of speech. Ensuring everyone knows there is no "wrong" answer. We support each other emotionally during happy and not so happy times. Finally - consistent feedback and check ins to ensure everyone on the right track and happy.

3. What strategies do you feel help remote knowledge sharing succeed?
Make knowledge sharing a way of working/being in the company. Create effective platforms to enable Knowledge sharing. Empower staff to feel they can contribute. Create a comms strategy for the company for various types of knowledge sharing. Define what needs to be shared and how much detail is actually needed in order to be effective - too much info and the main message us lost. Encourage everyone to participate so that the opportunity to hear or share knowledge does not bypass anyone.



4. What is your current knowledge sharing and 
collaboration setup like compared to other workplaces you've experienced?
It feels like here we are all equal and everyone is respected for their opinion and valued. People want each other to succeed - it's an open and honest environment. People have a clear goal and know what is expected. In my previous roles - a good 15 years ago - it was very much a hierarchy and not a lot was shared. We only got to hear things on a need-to-know basis.

5. What communication methods do you find distracting and why?
Communication that is a "nice to know" but is communicated to absolutely everyone - choose your audience and don't drown people in comms. Comms like email which copy everyone in and then reply all!!! Real time comms like zoom chat/phone calls are distracting - better to be able to set aside time to respond. Also - long drawn out zoom chats or texts that can be misunderstood or take 50 sentences to get the point across where picking up the phone would clear it up at once. Communicating all the time - save it for a meeting. Generally, too much volume, too much involving everyone is distracting.

6. As a remote worker, what collaboration and knowledge sharing based challenges do you face?
The difficulty with different types of comms used - can’t remember sometimes if it was Zoom chat/email etc. Too many platforms. Easier face to face. Fatigue from too many zoom or online meetings. There is simply no substitute for face to face - both mentally and for getting things done quicker and communicating effectively.

7. Anything you would like to add?
No further comments
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[bookmark: APP_2]APPENDIX 2: External Collaborative Research Activity

	INSTITUTION 1                        

	[bookmark: _Hlk152247185]A2.1
	Name
	


	A2.2
	Researcher name and position 
	


	A2.3
	Role in project (e.g. co-investigator)
	


	A2.4
	Contact e-mail address
	


	A2.5
	External Ethical Approval
Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 
	Obtained?
	YES
	NO
	PENDING

	
	
	
	☐
	☐
	☐
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	INSTITUTION 2                      

	A2.6
	Name
	


	A2.7
	Researcher name and position 
	


	A2.8
	Role in project (e.g. co-investigator)
	


	A2.9
	Contact e-mail address
	


	A2.10
	External Ethical Approval
Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 
	Obtained?
	YES
	NO
	PENDING

	
	
	
	☐
	☐
	☐

	
	
	




	INSTITUTION 3                       

	A2.11
	Name
	


	A2.12
	Researcher name and position 
	


	A2.13
	Role in project (e.g. co-investigator)
	


	A2.14
	Contact e-mail address
	


	A2.15
	External Ethical Approval
Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 
	Obtained?
	YES
	NO
	PENDING

	
	
	
	☐
	☐
	☐

	
	
	




Add additional collaborators as needed

	
	
	
	
	


	Return to the main form
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APPENDIX 3: Research Undertaken Outside of the UK

	A3.1
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. Describe the measures you have taken to comply with these and provide evidence of approvals etc. If you live in the country where you will do the research then please state this. If you have a local research supervisor or research advisor then please give their contact details here.

	



(this box should expand as you type)

	A3.2
	Responsible Research and Innovation
If research is taking place overseas please refer to the UWTSD Trusted Research and Innovation Policy and complete the Trusted Research and Innovation Checklist and submit it with this form.

	A3.3
	Confirm that you have read the Trusted Research and Innovation Policy
	☐



	If you are a postgraduate research student working with a research supervisor or research advisor at your local university then you do not need to fill in any more sections of this appendix.
If you are working in a research collaboration with an overseas partner please complete the remaining sections of this appendix.
	Return to the main form
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	Organisational Details

	A3.4
	Name of Organisation 

	

	A3.5
	Country where organisation is based:

	

	A3.6
	Registration number and name of registration body (examples of relevant registration bodies are government, tax, corporation, charity, educational authority):

	

(this box should expand as you type)

	A3.7
	What is the legal status of the organisation? (for example: public university, private university, charity, private company, non-profit making company, government research organisation, independent research organisation) Please include the date of foundation. Note: We may be required to ask for evidence of this at a later stage.

	

(this box should expand as you type)

	A3.8
	Is your organisation affiliated to any other organisation? (i.e. is the organisation legally part of a larger organisation or a group of larger organisations).

	

(this box should expand as you type)

	A3.9
	Name(s) of investigators in the organisation who will be responsible for the collaborative research and innovation 

	

(this box should expand as you type)




	About New Partners

	A3.10
	Why does a partner want to work with you?

	

(this box should expand as you type)

	A3.11
	What are they expecting in return for their financial support or involvement?

	

(this box should expand as you type)


	A3.12
	Is the organisation associated with a country which may be viewed as hostile to the UK or one which has different democratic and ethical values from our own? If you have ticked YES, please briefly describe below how you will maintain the UK’s democratic and ethical values within the research.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.13
	Has due diligence into the partner identified any involvement in research on behalf of the military or police with links to a hostile state? If you have ticked YES, please summarise below how you will prevent information from this research from being released to these organisations.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.14
	Set within the context of any information gained from due diligence, could your research be misused or have unintended applications which would be negative? If you have ticked YES, please summarise below how this might occur.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.15
	Are there any legal, regulatory or university policy constraints on undertaking your research with this partner? If you have ticked YES, please summarise these below.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.16
	Having considered the answers to questions A3.10-A3.15, are there potential reputational or ethical risks to you or the university? If you have ticked YES, please summarise these risks below.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)




	About Research Relationships
	YES
	NO

	A3.17
	Are the terms of any proposed Memorandum of Understanding (MoU) in keeping with the expectations of your department and university?
	☐
	☐

	A3.18
	Are you providing existing intellectual property (IP), research data, confidential or personally identifiable data to the project? If so, how is this going to be protected?
	☐
	☐


	


(this box should expand as you type)

	A3.19
	Who will own any IP that is generated?

	

(this box should expand as you type)

	A3.20
	What plans do you have in place for protecting the resulting IP?

	

(this box should expand as you type)

	A3.21
	What contractual requirements are you able to put in place to protect the interests of your academic institutions?

	

(this box should expand as you type)

	A3.22
	What access will the research partner have to your IT network? If they do have access, what broader visibility might this provide?

	

(this box should expand as you type)

	A3.23
	Is there any physical separation or protection required between research in similar fields?

	

(this box should expand as you type)




	About Existing Partners

	A3.24
	Would proceeding with the research raise potential conflicts of interest with existing research partners? If you have ticked YES, please explain these conflicts below.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.25
	Have you spoken with your existing partners about any potential conflict of interest? If you have ticked YES, please briefly summarise their response(s) below.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.26
	Does any non-disclosure agreement for this project include an expectation that you will need to provide visibility to existing partners? If you have ticked YES, please explain below how this will be managed.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.27
	Will this research breach any existing contractual agreements that you, your department or university already have? If you have ticked YES, please explain below how this will be managed.
	YES
	NO

	
	
	☐
	☐


	


(this box should expand as you type)



	
	
	
	
	


	Return to the main form





[bookmark: APP_4]APPENDIX 4: Research with Vulnerable People

	Will the research involve data processing involving the following data subjects:
	YES
	NO

	A4.1
	Children under 16
	☐
	☐

	A4.2
	Adults with learning disabilities
	☐
	☐

	A4.3
	Adults with other forms of mental incapacity or mental illness
	☐
	☐

	A4.4
	Adults in emergency situations
	☐
	☐

	A4.5
	Prisoners or young offenders
	☐
	☐

	A4.6
	Those who could be considered to have a particularly dependent relationship with the investigator, e.g. members of staff, students
	☐
	☐

	A4.7
	People who have not given their explicit consent to participate in the project
	☐
	☐

	A4.8
	People engaged in illegal activities
	☐
	☐

	A4.9
	Any other people who can be considered vulnerable in the context of this project
	☐
	☐

	Please justify the inclusion of the above people (if applicable), explaining why the research cannot be conducted on non-vulnerable people.

	A4.10
	



(this box should expand as you type)

	Please give details of extra steps taken to assure the protection of vulnerable people participating in the research.  You should describe any arrangements to be made for obtaining consent from a legal representative.

	A4.11
	



(this box should expand as you type)

	It is the researcher’s responsibility to check whether a DBS check (or equivalent) is required and to obtain one if it is needed. Please confirm:

	A4.12
	DBS Check required? 
	YES
	NO

	
	
	☐
	☐

	A4.13
	DBS certificate obtained? 
	YES
	NO
	N/A

	
	
	☐
	☐
	☐



	
	
	
	
	


	Return to the main form





[bookmark: APP_5]APPENDIX 5: Research Involving Animals
	The use of animals in research is tightly governed and monitored by law and by the Home Office, specifically under the Animals (Scientific Procedures) Act 1986 and its accompanying codes of practice and processes. The Act regulates procedures that are carried out on protected animals for scientific or educational purposes that may cause pain, suffering, distress or lasting harm. Under the Act, a protected animal is ‘any living vertebrate, other than man, and any living cephalopod’. The University does not hold a Home Office issued Establishment Licence and therefore researchers must ensure that any proposed work involving animals is either exempt from the Act or falls outside of its scope. Exempted research, for example involving routine veterinary practice or clinical veterinary research, may still require external ethical approval from the Royal Society of Veterinary Surgeons. When undertaking collaborative research involving animals, the UWTSD Research Ethics Committee must be assured that the partner institution(s) conform to the appropriate regulatory framework or legislation, and have approval from their local Research Ethics Committee. Any such work must follow the guidance of the National Centre for the Replacement, Reduction and Refinement of Animals in Research, known as the 3Rs.  In all cases, advise must be sought from INSPIRE for any proposed research involving animals, either at UWTSD, or by research collaborators in partnership with UWTSD. This should be at the very early stages of research design, so that an appropriate due diligence exercise can be undertaken.

	Will the research involve any work with any of the following animals (including observation in their natural habitat)
	YES
	NO

	[bookmark: _Hlk156319509]A5.1
	Any living vertebrates, other than humans?
	☐
	☐

	A5.2
	Any living cephalopods?
	☐
	☐

	A5.3
	[bookmark: _Hlk156462984]Has INSPIRE undertaken an initial due diligence exercise?
	☐
	☐

	A5.4
	[bookmark: _Hlk156464303]Due diligence assessment appended to this application?
	☐
	☐

	Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 

	[bookmark: _Hlk156464347]A5.5
	

(this box should expand as you type)



	
	
	
	
	


	Return to the main form





[bookmark: APP_6]APPENDIX 6: Research with Staff or Offenders in Prison Establishments and Probation Services 

	Research with staff and/or offenders in prison establishments, the Probation Service or within His Majesty’s Prison and Probation Services requires additional approvals.

	Will the research involve any of the following?
	YES
	NO

	A6.1
	Staff in prison establishments
	☐
	☐

	A6.2
	Offenders in prison establishments
	☐
	☐

	A6.3
	The Probation Service
	☐
	☐

	A6.4
	His Majesty’s Prison and Probation Services
	☐
	☐

	All researchers wanting to conduct research with staff and/or offenders in prison establishments, the Probation Service regions or within HM Prison and Probation Service (HMPPS) Headquarters are required to formally apply for research approval to the HMPPS National Research Committee (NRC). Before doing so, INSPIRE must undertake an initial due diligence exercise. If you have not contacted INSPIRE, please do so immediately. If YES to any of the above, please confirm:

	A6.5
	[bookmark: _Hlk156464314]Has INSPIRE undertaken an initial due diligence exercise?
	☐
	☐

	A6.6
	Have you applied to the HMPPS National Research Committee (NRC)?
	☐
	☐

	A6.7
	Has HMPPS National Research Committee approval been granted? If yes, please append to this application. 
	☐
	☐

	A6.8
	Due diligence assessment appended to this application?
	☐
	☐

	Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 

	A6.9
	




(this box should expand as you type)



	
	
	
	
	


	Return to the main form





[bookmark: APP_7]APPENDIX 7:  Health and Social Care Research 
	All health and social care research must have a sponsor as defined by the Health Research Authority UK Policy Framework for Health & Social Care.  The University will under no circumstances act as the sponsor of health and social care research (i.e. that which requires approval by a NHS Research Ethics Committee). In all cases, therefore, an appropriate collaborating partner must lead the research.  Any health and social care research therefore requires an initial due diligence exercise, which will be undertaken by INSPIRE. The purpose of the due diligence exercise is to ensure that the University has the capability to undertake the research, either independently or in collaboration with research partners. This will include advice on suitable collaborative arrangements and the appropriate involvement of UWTSD researchers in the proposed research study.  This is likely to apply to the following areas:

	Will the data processing involve:
	YES
	NO

	A7.1
	Participants who have been recruited on the basis of medical and health conditions, life stage or other physical or mental attribute.
	☐
	☐

	A7.2
	Participants who will engage in physical exercise, activity or exertion of any kind, or who use exercise equipment, assistive devices or other apparatus for the purposes of the research study. This includes interventions that are minimally invasive.
	☐
	☐

	A7.3
	Patients and users of the NHS (including NHS patients treated in the private sector).
	☐
	☐

	A7.4
	Individuals identified as potential participants because of their status as relatives or carers of patients and users of the NHS.
	☐
	☐

	A7.5
	Patients who are cared for in private and voluntary sector nursing homes.
	☐
	☐

	A7.6
	Confidential patient information.
	☐
	☐

	A7.7
	Clinical trial of a medicinal product or medical device.
	☐
	☐

	A7.8
	Access to organs or other bodily material of past and present NHS patients, or any material consisting of or containing human cells.
	☐
	☐

	A7.9
	Use of human tissue (including non-NHS sources) where the collection is not covered by a Human Tissue Authority licence.
	☐
	☐

	A7.10
	Foetal material and IVF involving NHS patients.
	☐
	☐

	A7.11
	The recently deceased under NHS care.
	☐
	☐

	A7.12
	NHS staff or premises.
	☐
	☐

	A7.13
	Practising midwives conducting a clinical trial.
	☐
	☐

	A7.14
	Investigational medicinal product.
	☐
	☐

	A7.15
	Medical devices that are not CE-marked or CE-marked medical devices that have been modified or are being used for a new purpose.
	☐
	☐

	A7.16
	Exposure to ionising radiation.
	☐
	☐

	A7.17
	Other health and social care related research.
	☐

	☐


	Please specify 



(this box should expand as you type)
	
	

	Researchers proposing to work on projects involving health and social care research must check whether their study meets the HRA definition of research and whether it should undergo ethics review by a NHS Research Ethics Committee. If you have answered YES to any of questions A7.1-A7.17 then this is likely to be the case and sponsorship by a third party will be required. This can be checked via the Health Research Authority’s Decision Tool : https://www.hra-decisiontools.org.uk/research/  

	A7.18
	Does the research meet the HRA definition of research?
	YES 
	NO
	N/A

	
	
	☐
	☐
	☐

	A7.19
	Is the Research being sponsored by a collaborating partner?
	YES 
	NO
	N/A

	
	
	☐
	☐
	☐

	A7.20
	Has NHS ethics approval been granted?
	YES 
	NO
	N/A

	
	
	☐
	☐
	☐

	A7.21
	Has INSPIRE undertaken an initial due diligence exercise?
	YES 
	NO

	
	
	☐
	☐

	Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. If you have not contacted INSPIRE, please do immediately. 

	A7.22
	




(this box should expand as you type)



	A7.23
	Have you been granted NHS ethical approval?
	YES
	Click to continue to Section R
	NO
	Return to the main form






[bookmark: APP_8]APPENDIX 8: Export Control for Research with Potential Military End Uses
	Export controls apply to the physical, electronic or oral transmission outside the UK of applied research, sensitive technology, software and equipment that could potentially be misused, either directly or indirectly, for military purposes. These legal controls are a serious obligation and UWTSD researchers must actively manage the risks of these being misused to fuel conflict, threaten national security, support terrorism and crime, violate human rights or proliferate Weapons of Mass Destruction.  UWTSD’s Export Control Policy provides a clear six step process to determine if your research is covered by export controls. Please complete the following screening to judge if you need to compete a full export control assessment. If you are in any doubt, then please contact INSPIRE. Any research in UWTSD involving the following high-risk areas must be screened.
Will the research involve:

	Defence
	YES
	NO

	A8.1
	Military equipment and munitions
	☐
	☐

	A8.2
	Defence equipment, including satellites
	☐
	☐

	A8.3
	Technical data, including some border and port information
	☐
	☐

	A8.4
	Dual use research
	☐
	☐

	Materials and Technologies
	YES
	NO

	A8.5
	Nuclear materials, facilities and equipment
	☐
	☐

	A8.6
	Chemicals, microorganisms and toxins
	☐
	☐

	A8.7
	Electronics design, development and production
	☐
	☐

	 A8.8
	Computers
	☐
	☐

	A8.9
	Telecommunications
	☐
	☐

	A8.10
	Sensors and lasers
	☐
	☐

	A8.11
	Navigation and avionics
	☐
	☐

	A8.12
	Marine technology
	☐
	☐

	A8.13
	Composite materials
	☐
	☐

	A8.14
	Aerospace and propulsion
	☐
	☐

	Sensitive Information
	YES
	NO

	A8.15
	Cryptology
	☐
	☐

	A8.16
	Counterterrorism
	☐
	☐

	A8.17
	Counternarcotics
	☐
	☐

	A8.18
	Cyber-related
	☐
	☐

	A8.19
	Non-proliferation
	☐
	☐

	A8.20
	Transnational criminal organisations
	☐
	☐





	Genetic Resources
	YES
	NO

	A8.21
	Genetic material of actual or potential value
	☐
	☐

	A8.22
	Organisms, or parts thereof
	☐
	☐

	A8.23
	Populations (or organisms)
	☐
	☐

	A8.24
	Other biotic components of ecosystems
	☐
	☐

	A8.25
	Domesticated or cultivated species in which the evolutionary process has been influenced by humans
	☐
	☐



	Will you be exporting military or dual-use technology, now or possibly in the future? This information may take many forms, including:
	YES
	NO

	A8.26
	Physical transfer of goods, technologies, material or equipment
	☐
	☐

	A8.27
	Blueprints
	☐
	☐

	A8.28
	Plans
	☐
	☐

	A8.29
	Diagrams
	☐
	☐

	A8.30
	Models
	☐
	☐

	A8.31
	Formulae
	☐
	☐

	A8.32
	Tables
	☐
	☐

	A8.33
	Engineering designs and specifications
	☐
	☐

	A8.34
	Manuals and instructions
	☐
	☐

	A8.35
	Software
	☐
	☐

	A8.36
	Know-how
	☐
	☐


	Will your project transfer technology using any of the following physical methods?
	YES
	NO

	A8.37
	USB flash drives
	☐
	☐

	A8.38
	Portable hard drives
	☐
	☐

	A8.39
	Laptops
	☐
	☐

	A8.40
	Tablets
	☐
	☐

	A8.41
	Intangible forms by using electronic media, such as email, phone storage and cloud file sharing
	☐
	☐

	A8.42
	Physical exports
	☐
	☐




	Will your project involve any of the following?
	YES
	NO

	A8.43
	Oral transfer by phone or videoconferencing or presentations
	☐
	☐

	A8.44
	Travelling overseas for any purpose, while unintendingly carrying any of the above.
	☐
	☐

	A8.45
	Will you be hosting foreign visitors?
	☐
	☐




	If you answer YES to any of questions A8,1-A8.45 then you should complete a full export control assessment and append that to this application. Before doing this please contact INSPIRE who will advise further.
	YES
	NO

	A8.46
	Full export control assessment required?
	☐

	☐


	A8.47
	Full export control assessment completed?
	☐

	☐


	A8.48
	Full export control assessment appended?
	☐

	☐




	
	
	
	
	


	Return to the main form









































How do you support effective knowledge sharing?


Communication Channels	Shared documents	Meetings	Emails	Training	Team Collab Software	Recorded Materials	Social Media Posts	0.14285714285714285	0.17142857142857143	0.34285714285714286	5.7142857142857141E-2	5.7142857142857141E-2	0.11428571428571428	5.7142857142857141E-2	5.7142857142857141E-2	


What strategies do you feel help remote sharing knowledge succeed?


Cross department collab	Updates	Psychological Safety	Transparency/Consistency/Clarity	System Improvements	Training	Face to Face Contact	Streamline communication	Meetings/team collab together	0.15625	3.125E-2	6.25E-2	9.375E-2	3.125E-2	3.125E-2	3.125E-2	0.3125	0.25	


How do you support effective collaboration?


Live document sharing	Communication	Meetings	Email	Project Groups	Psychological Safety	Clarity	Team Participation	Feedback	0.1111111111111111	0.1111111111111111	7.407407407407407E-2	3.7037037037037035E-2	7.407407407407407E-2	7.407407407407407E-2	0.1111111111111111	0.33333333333333331	7.407407407407407E-2	


What communication methods do you find distracting and why?


Unstructured meetings	Too many coms methods	Excessive emailing	Zoom messenger 	Inability to not be disturbed	Out of hours messaging	Telephone app	0.20833333333333334	0.125	0.16666666666666666	0.25	8.3333333333333329E-2	8.3333333333333329E-2	8.3333333333333329E-2	


As a remote worker, what collaboration and knowledge sharing based challenges do you face?

Lack of Face to Face interaction	Staff issues	Time Constraints/workloads/management	Communication Methods	Constant meetings	Health	System structure	0.25	0.125	0.34375	6.25E-2	3.125E-2	6.25E-2	0.125	


What is your current knowledge sharing and collaboration setup like compared to other workplaces you've experienced?


Positve	Negative	Neutral	0.34482758620689657	0.48275862068965519	0.17241379310344829	
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Masters   Interview   -   Remote   Collaboration     Remote   Collaboration   and   Knowledge   Sharing   I   am   conducting   research   to   evaluate   our   current   remote   collaboration   practices   and   identify   areas   for   improvement.   As   a  remote employee, your experiences are crucial for gathering accurate data to drive impactful changes     How do you support effective knowledge  sharing?         How do you support effective  collaboration?         What strategies do you feel help remote knowledge sharing  succeed?         What   is   your   current   knowledge   sharing   and   collaboration   setup   like   compared  to other workplaces you've experienced?    
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What communication methods do you find distracting and  why?         As   a   remote   worker,   what   collaboration   and   knowledge   sharing   based  challenges do you face?         Anything you would like to  add?    
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P Q1 Theme Code  Statistic

How do you support effective 

knowledge sharing?

Frequency

1Zoom Chat COM Communication Channels COM 5 14%

Google Docs DOC Shared documents DOC 6 17%

Weekly meetings MEE Meetings MEE 12 34%

Action Stations Zoom Chat COM Emails EMA 2 6%

Training TRA 2 6%

2Meetings MEE Team Collab Software COLL 4 11%

Emails EMA Recorded Materials REC 2 6%

Newsletters SOC Social Media Posts SOC 2 6%

Training  TRA 35 100%

3Zoom Chat COM

Basecamp COLL

Meetings MEE

Email EMA Communication Channels 14%

Synergy MEE Shared documents 17%

Meetings 34%

4Team meetings - all adding to agenda MEE Emails 6%

Basecamp COLLTraining 6%

Recorded lunch and learn REC Team Collab Software 11%

External public shared podcasts, webinarsREC Recorded Materials 6%

Social media posts SOC Social Media Posts 6%

5Document sharing DOC

6Document Sharing DOC

Zoom Chat COM

Meetings MEE

One to Ones MEE

7Proper communication channels - not whatsappCOM

Meetings MEE

8Documenting and sharing DOC

Proactive sharing of documents DOC

Sharing insights via channels for all to benefitCOLL

Meeting notes from calls and documentingDOC

Informal chats  MEE

9Group conversations MEE

Training the Trainer TRA

10Hub Meetings MEE

F2F meetings 3 x a year MEE

Basecamp COLL

0% 5% 10% 15% 20% 25% 30% 35% 40%

Communication Channels

Shared documents

Meetings

Emails

Training

Team Collab Software

Recorded Materials

Social Media Posts

How do you support effective knowledge sharing?
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P Q2 CODE Theme Code  Statistic

How do you support effective collaboration?

1Live documents DOC Live document sharing DOC 3

Spontaneous chats via zoom to prevent missing out COM Communication COM 3

Meetings MEE 2

2Meetings allowing full participation and inout MEE Email EMA 1

Project Groups PRO 2

3Email EMA Psychological Safety PSY 2

Project Groups PRO Clarity CLA 3

Zoom Chat and Meetings COM Team Participation COLL 9

Feedback FEE 2

4Co wide meetings allowing full participation COLL 27

Departmental meetings COLL

Skills  - coaching, safe space and empathy SKI

5Clear project guidelines CLA Live document sharing 11%

Team Collaboration with necessary people  COLL Communication 11%

Meetings 7%

6Team meetings MEE Email 4%

Document Sharing DOC Project Groups 7%

Messaging COM Psychological Safety 7%

Clarity 11%

7Feedback sharing FEE Team Participation 33%

Contracting ways of working COLL Feedback 7%

100%

8Clarity on project CLA

Document Sharing DOC

Projecting psychological safety in communications PSY

Encouraging all to participate so decisions get full input COLL

9Working Groups PRO

10Clear Consistent Communication CLA

Vision/goal aim  COLL

Clear understanding of roles and responsibilities COLL

Encouraging open mindedness and freedom of speech COLL

No wrong answers COLl

Team Support PSY

Feeback FEE

0% 5% 10% 15% 20% 25% 30%

Live document sharing

Communication

Meetings

Email

Project Groups

Psychological Safety

Clarity

Team Participation

Feedback

How do you support effective collaboration?
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P Q3 Code Theme Code  Statistic

What strategies do you feel help remote 

knowledge sharing succeed?

1Centralised platforms across departments CDC Cross department collab CDC 5 16%

More Clarity TCC Updates UPD 1 3%

Regularly updated information UPD Psychological Safety PSY 2 6%

Psychological Safety PSY Transparency/Consistency/ClarityTCC 3 9%

2Variety of comms methods SLC System Improvements IMP 1 3%

Training TRA 1 3%

3Transparency and openess TCC F2F Contact FTF 1 3%

Consistent team meetings MEE Streamline communication SLC 10 31%

Ensure everyone receives updates CDC Meetings/team collab together MEE 8 25%

Meeting minutes MEE 32 100%

4Improving systems - embedding into culture IMP

Psychological Safety PSY

Team training TRA Cross department collab 16%

Updates 3%

5Documented meetings MEE Psychological Safety 6%

Easy to access information TCC Transparency/Consistency/Clarity 9%

System Improvements 3%

6One to One contact FTF Training 3%

Communication in person MEE Face to Face Contact 3%

Zoom Chat MEE Streamline communication 31%

Meetings/team collab together 25%

7Fewer channels of communication SLC

Clearer guidelines of what is necessary SLC

8Recording meetings MEE

Meeting Minutes MEE

Clear documentation SLC

Informal discussion forums SLC

intentional and consistent TCC

Recording meetings MEE

Structure SLC

Cross-team updates CTC

default to share  as opposed to need to know SLC

using resources correctly SLC

9Methodical planning SLC

Collaboration CDC

10Make it company aim to Knowledge share CDC

Instill a communications strategy SLC

Resist information overload SLC

Encourage co wide participation CDC

0% 10% 20% 30% 40%

Cross department collab

Psychological Safety

System Improvements

Face to Face Contact

Meetings/team collab together

What strategies do you feel help remote sharing 

knowledge succeed?
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P Q4 Code Theme Code  Statistic

What is your current knowledge sharing and 

collaboration setup like compared to other     

workplaces you've experienced?

1Great in own team, confusing pocket sharing in others NEG Positve POS 10 34%

Confusing where things are kept  NEG Negative NEG 14 48%

Neutral NEUT 5 17%

2No change NEUT 29 100%

Stuck in the past NEG

3Less Face to Face Meetings NEG Positve 34%

More of a  process NEG Negative 48%

Neutral 17%

4Remote means not a good KS setup NEG

No regular training NEG

No dedicated learning time NEG

too busy NEG

a lot of part time workers NEU

5More central areas for KS in F2F NEG

Better operational processes in F2F NEG

More automated comms in F2F NEG

More coordinated management of business processes NEG

less informal messaging and meetings NEG

6Never met some colleagues face to face but it works POS

Working from home a jolly NEU

7Bigger systems but bigger budgets to subsidise NEU

Tech moved on a lot POS

8greater emphasis on documentation and transparency POS

Proactive Comms POS

Less spontaneous KS  that happens in person  NEU

structured communication and shared platforms. POS

knowledge gaps can still occur if updates remain within 

meetings or fragmented chat threads NEG

 we rely far more heavily on written clarity and proactive 

communication. While this improves traceability, it  NEU

9More creative and flexible with KS in remote setitng POS

10Equal and open environment POS

opinions respected POS

Clear goals and know what to expect POS

More hierarchy is bigger corps and less KS only on need to know basisPOS

What is your current knowledge 

sharing and collaboration setup 

like compared to other      …

Positve Negative Neutral
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P Q5 Code Theme Code  Statistic

What communication methods do you find 

distracting and why?

1Unstructured meetings MEE Unstructured meetings MEE 5 21%

Excessive notifications  COM Too many coms methods COM 3 13%

Excessive emails EMA Excessive emailing EMA 4 17%

Zoom messenger  ZOO 6 25%

2Emails EMA Inability to not be disturbed DND 2 8%

Out of hours messaging OOO 2 8%

3Zoom Chat due to losing important conversations ZOO Telephone app TEL 2 8%

24 100%

4Inability to see you are busy so distrurbed more DND

inability to switch off email as needed EMA

Lack of focus on zoom calls  MEE Unstructured meetings 21%

Messaging outside work hours on zoom OOO Too many coms methods 13%

Excessive emailing 17%

5Zoom chat and it being ignored ZOO Zoom messenger  25%

Unstructured meetings MEE Inability to not be disturbed 8%

Out of hours messaging 8%

6Zoom Chat ZOO Telephone app 8%

Too many comms  COM

Weekend messages OOO

7Zoom chat ZOO

Telephone app TEL

8Zoom chat  ZOO

Unstructured meetings MEE

9Emails  EMA

Diary Management DND

Unstructured meetings MEE

10Too many comms COM

Zoom chat ZOO

Telephone app TEL

0% 5% 10% 15% 20% 25% 30%

Unstructured meetings

Too many coms methods

Excessive emailing

Zoom messenger

Inability to not be disturbed

Out of hours messaging

Telephone app

What communication methods do you 

find distractig and why?
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P Q6 Code Theme Code  Statistic

As a remote worker, what  collaboration and 

knowledge sharing based challenges do you face?

1Spontaneous corridor conversations FTF Lack of Face to Face interaction FTF 8 25%

Staff issues STF 4 13%

2Creativity TIM Time Constraints/workloads/managementTIM 11 34%

facilitating harder TIM Communication Methods COM 2 6%

Constant meetings MEE 1 3%

3not having instant access to people to bounce ideas of FTF Health HEA 2 6%

part time staff and arranging meetings STF System structure SYS 4 13%

4Time TIM 32 100%

People disturbing you when busy TIM

Lack of relationship building  FTF

part time staff TIM Lack of Face to Face interaction 25%

Different comms methods COM Staff issues 13%

No Central filing system SYS Time Constraints/workloads/management 34%

heavy workloads TIM Communication Methods 6%

constant meetings MEE Constant meetings 3%

Health 6%

5informal face to face contact FTF System structure 13%

6Physical health implications HEA

lack of face to face interaction FTF

lack of system structure SYS

calendar sync TIM

7Part time staff STF

Noone "around" to help all the time STF

8Spontaneous corridor conversations FTF

Difficulty gauging tone/urgency STF

lack of system structure SYS

time zone differences TIM

Lack of knowing responsibilities TIM

Constant effort to maintain alignment TIM

9Inability to meet with other departments FTF

Prioritising virtual meetings harder with workload TIM

10Different comms used COM

Too many platforms SYS

Screen fatigue HEA

Lack of face to face FTF

0% 5% 10% 15% 20% 25% 30% 35% 40%

Lack of Face to Face interaction

Staff issues

Time Constraints/workloads/management

Communication Methods

Constant meetings

Health

System structure

As a remote worker, what collaboration and 

knowledge sharing based challenges do you face?
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PG2 FORM       APPLICATION FOR ETHICAL APPROVAL   –   INTRODUCTORY NOTE S     In order for   research to result in benefit and minimise risk of harm, it must be conducted ethically.  A researcher may not be covered by the University’s insurance if ethical approval has not been  obtained prior to commencement.     The University follows the OECD Frascati manual definition of  research activity :    “ [C] reative   work undertaken on a systematic basis in order to increase the stock of  knowledge, including knowledge of man, culture and society, and the use of this stock of  knowledge to devise new applications”.    As such this covers activities undertaken by :      M embers of staff (academic staff or support staff) ;      I ndividuals holding honorary title from the University ;      P ostgraduate  research students;   In all of these cases ethical review is required r egardless of discipline.     The individual undertaking the research activity is known as the  lead   researcher .     Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing  within normal educational requirements, and literary or artistic criticism.      For most projects you will only need to complete sections in the main part of the form. A few projects will  need more detailed ethical consideration and will need   you to fill in sections in an appendix. At some points  in this form you will be asked questions about your research in the following way:    

1  Does your research involve <<something  specific>>?  YES  Click to  continue to  appendix <<N>>  NO  Continue to the  next section  

2  Have you completed appendix <<N>>?    YES  ☐  NO  ☐  

  Clicking in the appropriate box will take you to the appropriate location in the text. At the end of each  appendix is  a box. Clicking on this will return you to the question that originally took you to the appendix.    

         Return to the  main form  
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APPLICATION FOR ETHICAL APPROVAL – INTRODUCTORY NOTES



In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.



The University follows the OECD Frascati manual definition of research activity: 

“[C]reative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. 

As such this covers activities undertaken by:

· Members of staff (academic staff or support staff);

· Individuals holding honorary title from the University;

· Postgraduate research students;

In all of these cases ethical review is required regardless of discipline.



The individual undertaking the research activity is known as the lead researcher.



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



For most projects you will only need to complete sections in the main part of the form. A few projects will need more detailed ethical consideration and will need you to fill in sections in an appendix. At some points in this form you will be asked questions about your research in the following way:



		1

		Does your research involve <<something specific>>?

		YES

		Click to continue to appendix <<N>>

		NO

		Continue to the next section



		2

		Have you completed appendix <<N>>? 

		YES

		☐

		NO

		☐







Clicking in the appropriate box will take you to the appropriate location in the text. At the end of each appendix is a box. Clicking on this will return you to the question that originally took you to the appendix.



		

		

		

		

		





		Return to the main form







NB These clickable links will only work if you are editing the document in the desktop version of Word, not the browser version. Please download and save the form before editing it.



Guidance notes are provided as comments or as text IN GREEN throughout this form. Please ensure that the comments are removed and that the green text is replaced by your own text or removed as appropriate BEFORE submitting this form.



Please ensure that you have read the UWTSD Research Ethics and Integrity Policy and the UWTSD Research Data Management Policy BEFORE submitting this form.








APPLICATION FOR ETHICAL APPROVAL

SECTION A: About You (Lead Researcher)

		1

		Full Name:

		Julia Rees



		2

		Tick all boxes that apply:

		Member of staff:

		☐

		Honorary research fellow:

		☐



		

		Undergraduate Student

		☐		Taught Postgraduate Student

		☐		Postgraduate Research Student

		☐

		3

		Institute/Academic Discipline/Centre:

		

UWTSD



		4

		Campus:

		

SA1



		5

		E-mail address:

		

2008523@student.uwtsd.ac.uk





		6

		Contact Telephone Number:

		07488585113





		7

		Project Title

		

An analysis of how AoEC, an entirely virtual organisation, facilitates effective collaboration and knowledge sharing





		8

		Proposed Start Date

		01/10/2025

		Proposed End Date

		

08/05/2025





		For students:



		9

		Student Number:

		2008523



		10

		Programme of Study:

		MA in Strategic People Management



		11

		Director of Studies/Supervisor:

		Julie Thomas/Natasha Davies







SECTION B: Grant or Contract Funding 

		1

		Has your research been awarded, applied for, or intend to apply for external funding?

		YES

		Click to continue to appendix 1

		NO

		Continue to the next section



		2

		Have you completed appendix 1? 

		YES

		☐

		NO

		☐







[bookmark: SEC_C]SECTION C:  Internal and External Ethical Guidance Materials

		Ethical Guidance Documents

Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.



		1

		UWTSD Research Ethics & Integrity Policy

		☒

		2

		UWTSD Research Data Management Policy

		☒



		3

		UWTSD Open Access Publications Policy

		☒



		4

		UWTSD Export Control Policy 

Required if Appendix 8 completed

		☐

		5

		UWTSD Trusted Research and Innovation Policy 

Required if research is taking place outside the UK

		☐



		6

		[List any other relevant documents here]

		☐









[bookmark: SEC_D]SECTION D: External Collaborative Research Activity 

		1

		Does your research involve collaborating partners at another institution or organisation?

		YES

		Click to continue to appendix 2

		NO

		Continue to the next section



		2

		Have you completed appendix 2? 

		YES

		☐

		NO

		☐







[bookmark: SEC_E]SECTION E: Details of Research Activity

		Aims, Vision and Approach of the Research (maximum 200 words per section)

Please outline what are you hoping to achieve with your proposed work and how will you deliver it?



		1

		Research aims and objectives



		Briefly state your research: 

· Aims (what the research is trying to achieve or advance)

· Objectives (action or tasks required to do this)



Aim

Drawing on both previous and recent findings, this research seeks to systematically explore employee experiences of effective knowledge sharing within fully virtual teams versus more remote friendly settings



Objectives

1. An exploratory review of the literature and what it says about knowledge sharing in a fully virtual versus a remote friendly company.

2. Conduct interviews with AoEC employees to gain deeper insights into their perspectives and experiences on knowledge sharing within a virtual company.

3. Evaluate primary research and define themes using thematic analysis and literature.

4. Propose recommendations informed by gaps in literature and primary research.



















(this box should expand as you type) 



		2

		Vision



		Explain how your research:

· Is of importance within or beyond your area of research 

· Has the potential to advance current understanding, generates new knowledge, thinking or discovery within or beyond the field or area

· Is timely given current trends, context and needs

· Has the potential to generate impact in society, the economy or the environment



This research aims to enhance understanding of the differences in knowledge sharing and collaboration between remote-friendly and remote-only environments. Utilising qualitative methods, particularly interviews, the study seeks to provide insight into how employees perceive their work setting and the influence of collaborative methods on knowledge sharing.



This research contributes to the reader's understanding of the notable transition to fully remote or hybrid business models that has occurred since the pandemic five years ago.



Regarding societal, economic, and environmental impact, the study will be conducted entirely virtually, thereby eliminating any adverse environmental effects. Additionally, as no costs are anticipated in conducting the research, it is expected to have a neutral or positive economic impact. Importantly, this research has the potential to inform organisational decision-making by offering perspectives from teams already operating within remote-friendly or virtual frameworks.



(this box should expand as you type)



		3

		Approach



		Explain your approach and how you have designed:

· Clearly describe both the methodological framework for data collection (if applicable) and any specific analysis methods proposed, making it clear what specific techniques may be used

· Explain the reasons for their choice

· Explain how these are feasible, effective and proportionate to achieve your objectives  

· Identify any risks to delivery and how they will be managed   

· Explain how your approach will maximise translation of outputs into outcomes and impacts   



A qualitative, interpretivist approach was chosen to examine differences between remote friendly and remote only environments, focusing on the impact of team collaboration on knowledge sharing. The justification for utilising qualitative data instead of quantitative data as qualitative research is more focused on words, meanings, and personal experiences, whereas quantitative research centres on numerical data and statistical analysis.  The research will use several key semi-structured questions considering remote only and remote friendly/hybrid settings, enabling the interviewer and participant to explore settings, collaboration methods and knowledge sharing success in greater depth.  Semi-structured interviews were selected over structured interviews, as the latter typically produce standardised quantitative data rather than qualitative insights.



The methods chosen are the most effective and easiest way to obtain in depth information in a way that it can be thematically analysed quickly and efficiently.



Risks that may occur include not having sufficient participants to interview due to reasons such as refusal to take part.  This will be alleviated by explaining to participants that the data will remain anonymous and their identity will be shielded from public view.  



Another risk will be time management as our business is extremely busy so interviews may need to run outside business hours which employees may not be willing to facilitate.  I will be seeking to ask management for time to interview in an afternoon during business hours should this issue arise.  



The research will identify themes and conclusions to ensure recommendations and outputs address needs, with a feedback loop supporting ongoing improvement.  



 

(this box should expand as you type)



		4

		Location of research activity

Identify all locations where research activity will take place.



		



 This will be carried out virtually via Zoom



(this box should expand as you type)







		5

		Will any of your research be undertaken outside of the UK?

		YES

		Click to continue to appendix 3

		NO

		Continue to the next section



		6

		Have you completed any of appendix 3? 

		YES

		☐

		NO

		☐







[bookmark: SEC_F]SECTION F: Research Methods 

		Will the research activity include:

		YES

		NO



		[bookmark: _Hlk153204538]1

		Use of a questionnaire or similar research instrument?

		☐

		☒



		2

		Use of interviews?

		☒

		☐



		3

		Use of focus groups?

		☐

		☒



		4

		Use of participant diaries? 

		☐

		☒



		5

		Use of video or audio recording?

		☒

		☐



		6

		Use of computer-generated log files?

		☒

		☐



		7

		Participant observation with their knowledge?

		☒

		☐



		8

		Participant observation without their knowledge?

		☐

		☒



		9

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

		☐

		☒



		10

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

		☐

		☒



		11

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

		☐

		☒



		12

		Investigation of participants involved in illegal activities?

		☐

		☒



		13

		Use of procedures that involve deception?

		☐

		☒



		14

		Administration of any substance, agent or placebo?

		☐

		☒



		15

		Working with live vertebrate animals?

		☐

		☒



		16

		Procedures that may have a negative impact on the environment?

		☐

		☒



		17

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

		☐

		☒



		Details of any other primary data collection method:







(this box should expand as you type)

		

		







SECTION G: Research Participants 



		Research participants include people who will be taking part in your research as providers of research data (e.g. being interviewed, answering questionnaires, or doing user testing of hardware or software). This includes animal participants.



		1

		Does your research involve human or non-human participants?

		YES

		Continue this section

		NO

		Click to continue to section N









		Participant numbers and source

How will you ensure an appropriately convened sample group in order to meet the aims of the research? Give details for subgroups separately, if appropriate. How will any potential pitfalls, for example dual roles or potential for coercion, be addressed?



		1

		How many participants will be recruited and how was the number decided upon?

		

I aim to interview 8 participants which equates to 1 participant per department which consists of HR and Finance, Operations, Organisations, Partners, Faculty, Marketing, Tech and programmes.







(this box should expand as you type)



		2

		Who will the participants be?

		



1 representative per department – I am still gathering participants but am hoping responders are those with significant knowledge in virtual working



(this box should expand as you type)



		3

		How will you identify the participants?

		



I will request participants per department via our internal communications platform Basecamp





(this box should expand as you type)



		4

		Will you be excluding any groups of people, and if so what is the rationale for that?

		

No groups will be excluded



(this box should expand as you type)



		5

		Will the research involve any element of deception?  If yes, please describe why this is necessary and whether participants will be informed at the end of the study

		



No





(this box should expand as you type)



		6

		Describe whether participants will be able to withdraw from the study, and up to what point (eg if data is to be anonymised). If withdrawal is not possible, after a certain point, explain why not. 

		



Yes but must do so before interview or before interviews are concluded and not after the start of analysis.



Data will be anonymised







(this box should expand as you type)



		7

		How long will the participant have to decide whether to take part in the research?

		

2 weeks







(this box should expand as you type)



		8

		What arrangements have been made for participants who might have difficulties understanding verbal explanations or written information, or who have particular communication needs that should be taken into account to facilitate their involvement in the research?

		





A glossary of terms will be provided to clarify the questions. Participants will receive the questions one week prior to the interview to prepare their responses.









(this box should expand as you type)











SECTION H: Research with Vulnerable People 

		1

		Are your participants classed as vulnerable people?

		YES

		Click to continue to appendix 4

		NO

		Continue to the next section



		2

		Have you completed appendix 4? 

		YES

		☐

		NO

		☐







[bookmark: SEC_I]SECTION I: Research Involving Animals 

		1

		Are your participants non-human animals?

		YES

		Click to continue to appendix 5

		NO

		Continue to the next section



		2

		Have you completed appendix 5? 

		YES

		☐

		NO

		☐











[bookmark: SEC_K]SECTION J: Research with the Prison Service or the Probation Service

		1

		Are your participants staff or offenders within the Prison Service or the Probation service?

		YES

		Click to continue to appendix 6

		NO

		Continue to the next section



		2

		Have you completed appendix 6? 

		YES

		☐

		NO

		☐







[bookmark: SEC_J]SECTION K: Health and Social Care Research

		1

		Are your participants selected due to their health or social care needs?

		YES

		Click to continue to appendix 7

		NO

		Continue to the next section



		2

		Have you completed appendix 7? 

		YES

		☐

		NO

		☐







[bookmark: SEC_L]SECTION L: Types of Personal Data

		Personal Data

Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?

		YES

		NO



		[bookmark: _Hlk153191083]1

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

		☐

		☐



		

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

		

		



		

Data will be collected via Zoom Video, transcribed via Zoom and stored in a password protected folder.  Each participant will be classed as participant 1, 2 etc 



(this box should expand as you type)







		Special Category Data 

Does the research involve the processing of special category data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?

		YES

		NO



		[bookmark: _Hlk153206093]2

		Racial or ethnic origin

		☐

		☒



		3

		Political opinions

		☐

		☒



		4

		Religious or philosophical beliefs

		☐

		☒



		5

		Genetic, biometric or health data

		☐

		☒



		6

		Sex life or sexual orientation

		☐

		☒



		7

		Trade union membership

		☐

		☒



		If you ticked YES to any of questions L2-L7, provide a description of the data and explain why this special category data needs to be collected to support the research and that it is in the public interest to do so:



		8

		











(this box should expand as you type)



		9

		Please describe how the research has been designed to gather the minimum amount of personal data necessary for the specified research purpose:



		

No personal data will be used in this research and participants will be kept anonymous and referred to as participant 1, 2, 3 etc





(this box should expand as you type)



		10

		Demonstrate that the processing is not likely to cause substantial damage or distress to individuals and that their interests will be safeguarded:



		

Processing and analysis of the data will be used to draw out themes in the answers and the questions will be posed in a way so as not to cause discomfort, stress, or any other issues which may cause distress – this will be mentioned to them at the start of the interview.





(this box should expand as you type)



		11

		Demonstrate that the data will not be used to take any action or make decisions in relation to the individuals concerned:



		

As the information received by interview will be anonymised, there will be no backlash from responses to the individuals concerned.





(this box should expand as you type)



		12

		Data should be anonymised wherever possible, either at point of capture or once collated. If the data cannot be anonymised, and if pseudonymisation is not possible, demonstrate why the that is possible.  If special category data cannot be anonymised, explicit consent to share that data must normally be obtained.



		



N/A





(this box should expand as you type)



		 And 

		If special category data cannot be anonymised, will you obtain explicit consent to share that data?

		YES

		NO

		N/A



		

		

		☐

		☐

		☒















SECTION M: Participant Information and Consent 



		Information for participants

It is normally expected that those participating in research should do so having given their informed consent. If this is not appropriate or practical, explicit justification must be provided, in line with prevailing disciplinary conventions.  Please note however, that informed consent to participate in the research is separate from consent to process (e.g. collect, analyse, store, reuse or share) personal data, as the University’s lawful basis for processing personal data in research activities is part of its ‘public task’. 

		YES

		NO

		N/A



		[bookmark: _Hlk156475507]1

		Will you obtain written consent for participation?

		☒

		☐

		☐



		2

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

		☒

		☐

		☐



		3

		Will you tell participants that their participation is voluntary?

		☒

		☐

		☐



		4

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

		☐

		☐

		☒



		5

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

		☐

		☐

		☒



		6

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

		☐

		☒

		☐



		7

		Will participants be made aware of how you will treat any information that may reasonably by considered as confidential? 

		☒

		☐

		☐



		8

		If your research requires your participants to sign up for a service provided by an external company or organisation will you inform them that their data may be stored and processed outside UWTSD?

		☐

		☐

		☒



		9

		Will you give participants the UWTSD Privacy Notice for Research?

		☒

		☐

		☐



		If you have answered NO to any of questions M1-M8, please provide justification detailing why this is necessary for the research.  



		10

		

Q4 is irrelevant

Q4 they can withdraw at any time before analysis commences 

Q8 No service sign up is required



(this box should expand as you type)



		Informed consent: Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before the research begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded. 



		11

		Participants will be invited to interview, and on acceptance, they will be emailed a list of the questions, a glossary and a consent form to be used for as follows

· To provide and confirm understanding of information about the project.

· To be given the opportunity to ask questions.

· To voluntarily agree to participate in the project.

· To acknowledge that they can withdraw at any time without giving reasons and without penalty.

The form will also clarify

· Data handling methods

· Measures to protect confidentiality (e.g., use of pseudonyms, data anonymisation)

· Use of information in publications (e.g., quoting)

· Processes for analysis and reporting





(this box should expand as you type1)



		Confidentiality: Confidential information refers to information that can be related to an identifiable individual, whether living or deceased, which is not in the public domain and which is given with the expectation that it will be kept confidential.  Under Common Law when an individual entrusts a researcher or research team with confidential information, the team must handle this in line with ‘reasonable expectations’. In other words, confidential information should only normally be shared when there would be ‘no surprises’ for the individuals concerned. Where participants would not expect the researcher to be sharing their confidential information with others, researchers can manage their expectations by informing them of their intentions (e.g. in the participant information sheet or during discussions about participation) and asking them if they are happy with these plans. They should understand what is being proposed and what this might mean for them, before they decide whether the researcher can share their confidential information with others.  



		Please detail how you will treat confidential information:



		12

		

Confidential information will be stored in a password protected folder on researchers PC which will not be made available on a shared drive.  Interview responses will be saved as participant 1,2,3 etc and no names will be used.





(this box should expand as you type)



		Copies of any written consent form, written information and all other explanatory material should accompany this application. If you have included these then please list the documents included here.



		13

		Sample information sheets and consent forms are available from the University ethical review intranet page at https://intranet.uwtsd.ac.uk/research/research-integrity-and-ethics 





		14

		Consent form attached?

		YES

☒

		NO

☐

		N/A

☐







SECTION N: Research with Potential Military Application

		1

		Does your research have any potential military application?

		YES

		Click to continue to appendix 8

		NO

		Continue to the next section



		2

		Have you completed appendix 8? 

		YES

		☐

		NO

		☐







[bookmark: SEC_O]SECTION O: Use of Artificial Intelligence Tools

		Use of generative AI and other AI-based tools

There are a number of ethical issues relating to the use of generative AI and other AI-based tools, including data security, output bias, and output errors. In general you should assume that any generative AI or other AI-based tool that you pay to use is more secure and accurate than one which is free to use.



Will the research use AI tools to do any of the following:

		YES

		NO

		N/A



		1

		Capture data?

		☐

		☒

		☐



		2

		Generate and/or edit text?

		☐

		☒

		☐



		3

		Generate graphics?

		☐

		☒

		☐



		4

		Generate video?

		☐

		☒

		☐



		5

		Generate sound/music?

		☐

		☒

		☐



		6

		Generate code?

		☐

		☒

		☐



		7

		Generate synthetic data?

		☐

		☒

		☐



		8

		Analyse data?

		☐

		☒

		☐



		9

		Analyse personal or sensitive data?

		☐

		☒

		☐



		10

		Classify data?

		☐

		☒

		☐



		11

		Do you intend to use the free version of any AI tools?

		☐

		☒

		☐



		If you have answered YES to any of questions O1-O11, please provide justification detailing why this is necessary for the research.  



		12

		







(this box should expand as you type)









Section P: Research Data Management Plan



		1

		Data Summary



		· Briefly introduce the types of data the research will create or access.



Primary – The research will be from literature from the library and internet

Secondary -The research will create qualitative data from interviews





		2

		Responsibilities



		· Who will be responsible for data management? 

· Outline responsibilities for data management within research teams at all partner institutions



I will be responsible for data management





		3

		Assessment of existing data



		· Provide an explanation of the existing data sources that will be used by the research project (if applicable). 

· Provide an analysis of the gaps identified between the currently available and required data for the research.

Existing data sources include literature surrounding the subject area.



Gaps identified derived from information on completely virtual companies and how their collaboration and knowledge sharing has advanced since the pandemic in comparison to remote friendly companies.  The required data will be the interview responses as this will provide more in-depth responses on the subject area.











		4

		Management and curation of data



		· Outline your plans for preparing, organising and documenting data.



To prepare and organise the data, the aim is to use NVivo, and an application for the software has been sent to IT.  The data will be organised and documented using thematic analysis.





		5

		Quality assurance of data



		· Describe the procedures for quality assurance that will be carried out on the data collected at the time of data collection, data entry, digitisation and data checking.

To ensure the quality of the data

· All interviews will use the same questions to reduce bias and prevent unfair or unequal outcomes. This requires understanding potential risks and assessing benefits versus risks.

· Maintain transparency in both project processes and results

· Comply with applicable laws, professional standards, and ethical guidelines. This also involves respecting user privacy and securing required consent for handling personal data.





		6

		Short-term data storage



		· How will the data be stored in the short term during the research. 

· Describe the data access, security and backup procedures you will adopt to ensure the data and metadata are securely stored during the lifetime of the project.



· The data will be securely stored on the students laptop under a password protected folder.



· Strong security measures will protect data storage and transmission from misuse or breaches throughout the project.



· Data will only be accessed by the student for the purpose of the study and wll not be unnecessarily disclosed to other parties









		7

		Long-term data storage and preservation 



		· Which data are of long-term value and should be retained, shared, and/or preserved?

· How the data will be stored in the long term?

· Are the plans for preparing and documenting data for sharing and archiving with an external data repository (e.g. the UK Data Service) or the UWTSD data repository? 

· How long will it be stored for and why?



No data will be preserved or retained long term as the company involved will have access to the completed research as a dissertation once studies are concluded.





		8

		Documentation and metadata



		· What documentation and metadata will accompany the data?

· How will the data be documented during research to provide high quality contextual information and/or structured metadata for secondary users?



Primary research will be carried out using relevant literature and all metadata will be fully referenced accurately throughout and at the conclusion of the research.



		9

		Data sharing



		· If you plan to share your research data explain how it will be shared and the value it will have to others

· If you are planning to share the data, please advise when you will be releasing it.  

· Are any restrictions on data sharing required?

· Identify any potential obstacles to sharing your data, explain which and the possible measures you can apply to overcome these

· If the data will have value to different audiences, how these groups will be informed?

· Will the data need to be updated? Include future plans for updating if this is the case.

· Will the data be open or will you charge for it? Justify if charging to access the data.



N/A





		10

		Copyright and intellectual property ownership



		· Who will own the copyright and Intellectual Property Rights (IPR) of any new data that you will generate?



I will own the copyright of any new data.  There will be nothing that will require IPR



		11

		Resources



		· What resources will you require to deliver your plan?

· Costs of storage – why are these appropriate? 

· How will these be met? (costs related to long term storage will be normally permitted by funders providing these are fully justified and relate to the project)

I will require the use of NVivo, and Zoom but no other resources are required.



There are no storage costs









SECTION Q: Risk Assessment 



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



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



		1

		Full risk assessment completed and appended? 

		YES

		NO



		[bookmark: _Hlk152919011]

		

		☐

		☒



		Risks to participants, researchers, and the University 



		2

		Social risks: disclosures that could affect participants standing in the community, in their family and their job.

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?





		3

		Legal risks: activities that could result in the participant, researchers and / or University committing an offence; activities that might lead to a participant disclosing criminal activity to a researcher which would necessitate reporting to enforcement authorities; activities that could result in a civil claim for compensation

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?





		4

		Economic harm: financial harm to participant, researcher and / or University through disclosure or other event.

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?







		5

		Reputational risk: damage to public perception of University or the University / researchers’ reputation in the eyes of funders, the research community and / or the general public.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?









		6

		Safeguarding risks:  Risk to young people, vulnerable adults and / or researcher from improper behaviour, abuse or exploitation. Risk to researcher of being in a comprising situation, in which there might be accusations of improper behaviour.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?









		7

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

		YES

		NO



		

		

		☐

		☒



		







(this box should expand as you type)



		

		Health and safety risks



		8

		Location hazards: for example: fire; visiting or working in participant’s homes; working in remote locations and in high crime areas; overseas travel; hot, cold or extreme weather conditions; working on or by water. Also hazardous work locations, such as construction sites, confined spaces, roofs or laboratories. For overseas travel, researchers will need to check country / city specific information, travel health requirements and consider emergency arrangements as part of their research planning. In all cases the University’s International Travel Policy must be followed.

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?











		9

		Activity hazards: for example: potentially mentally harmful activities; distressing and stressful work and content; driving; tripping, or slipping; falling from height; physically demanding work; lifting, carrying, pushing and pulling loads; night time and weekend working.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?







		10

		Machinery and equipment: for example: ergonomic hazards, including computer workstations and equipment; contact with electricity; contact with moving, rotating, ejecting or cutting parts in machinery and instruments; accidental release of energy from machines and instruments.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?





		11

		Chemicals and other hazardous substances: the use, production, storage, waste, transportation and accidental release of chemicals and hazardous substances; flammable, dangerous and explosive substances; asphyxiating gases; allergens; biological agents, blood and blood products. 

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?









		12

		Physical agents: for example: excessive noise exposure, hand-arm vibration and whole body vibration; ionising radiation; lasers; artificial optical radiation and electromagnetic fields

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?







		13

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

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?













SECTION R: Disclosure and Barring Service



		Disclosure and Barring Service



		1

		If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.

		YES



		NO



		N/A





		

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

		☐

		☒

		☐



		2

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

		













[bookmark: SEX_S]SECTION S: Declaration

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



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





		1

		Name of applicant

		Julia Rees



		2

		Electronic or written signature of applicant:

		JRees



		3

		Date

		15/11/2025



		4

		Name of Director of Studies

		



		5

		Electronic or written signature of Director of Studies:

		



		6

		Date

		







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

		1

		☒

		I have read the guidance notes supplied before completing the form.



		2

		☒

		I have completed all relevant sections of the form in full.



		3

		☒

		I have attached a copy of the Participant Information Sheet (PIS) or Consent Form



		4

		☐

		I have attached a completed copy of the Trusted Research and Innovation Checklist (where applicable)



		5

		☐

		I have attached a full risk assessment (where appropriate) 



		6

		☒

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



		7

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Data Management Policy



		8

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Export Control Policy



		9

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Open Access Research Policy



		10

		I have completed the following appendices:

		1

		☐

		2

		☐

		3

		☐

		4

		☐



		

		

		5

		☐

		6

		☐

		7

		☐

		8

		☐







		

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














[bookmark: APP_1]APPENDIX 1 – Grant or Contract Funding



		A1.1

		Has your research been awarded external funding?

		YES

		☐

		NO

		☐



		A1.2

		Have you applied for funding / awaiting decision?

		YES

		☐

		NO

		☐



		A1.3

		Are you intending to apply for funding?

		YES

		☐

		NO

		☐



		A1.4

		[bookmark: _Hlk152243903]Funding Body

		



		A1.5

		Lead institution (grant holder)

		



		A1.6

		If awarded, grant reference

		



		A1.7

		If awarded, grant value

		



		A1.8

		If awarded, start date and duration

		







		

		

		

		

		





		Return to the main form












[bookmark: APP_2]APPENDIX 2: External Collaborative Research Activity



		INSTITUTION 1                        



		[bookmark: _Hlk152247185]A2.1

		Name

		





		A2.2

		Researcher name and position 

		





		A2.3

		Role in project (e.g. co-investigator)

		





		A2.4

		Contact e-mail address

		





		A2.5

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☐

		☐



		[bookmark: _Hlk152841402]

		

		









		INSTITUTION 2                      



		A2.6

		Name

		





		A2.7

		Researcher name and position 

		





		A2.8

		Role in project (e.g. co-investigator)

		





		A2.9

		Contact e-mail address

		





		A2.10

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☐

		☐



		

		

		









		INSTITUTION 3                       



		A2.11

		Name

		





		A2.12

		Researcher name and position 

		





		A2.13

		Role in project (e.g. co-investigator)

		





		A2.14

		Contact e-mail address

		





		A2.15

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☐

		☐



		

		

		









Add additional collaborators as needed



		

		

		

		

		





		Return to the main form





[bookmark: APP_3]




APPENDIX 3: Research Undertaken Outside of the UK



		A3.1

		Research activity outside of the UK

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



		







(this box should expand as you type)



		A3.2

		Responsible Research and Innovation

If research is taking place overseas please refer to the UWTSD Trusted Research and Innovation Policy and complete the Trusted Research and Innovation Checklist and submit it with this form.



		A3.3

		Confirm that you have read the Trusted Research and Innovation Policy

		☐







		If you are a postgraduate research student working with a research supervisor or research advisor at your local university then you do not need to fill in any more sections of this appendix.

If you are working in a research collaboration with an overseas partner please complete the remaining sections of this appendix.

		Return to the main form





[bookmark: _Hlk160779412]

		Organisational Details



		A3.4

		Name of Organisation 



		



		A3.5

		Country where organisation is based:



		



		A3.6

		Registration number and name of registration body (examples of relevant registration bodies are government, tax, corporation, charity, educational authority):



		



(this box should expand as you type)



		A3.7

		What is the legal status of the organisation? (for example: public university, private university, charity, private company, non-profit making company, government research organisation, independent research organisation) Please include the date of foundation. Note: We may be required to ask for evidence of this at a later stage.



		



(this box should expand as you type)



		A3.8

		Is your organisation affiliated to any other organisation? (i.e. is the organisation legally part of a larger organisation or a group of larger organisations).



		



(this box should expand as you type)



		A3.9

		Name(s) of investigators in the organisation who will be responsible for the collaborative research and innovation 



		



(this box should expand as you type)









		About New Partners



		A3.10

		Why does a partner want to work with you?



		



(this box should expand as you type)



		A3.11

		What are they expecting in return for their financial support or involvement?



		



(this box should expand as you type)





		A3.12

		Is the organisation associated with a country which may be viewed as hostile to the UK or one which has different democratic and ethical values from our own? If you have ticked YES, please briefly describe below how you will maintain the UK’s democratic and ethical values within the research.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.13

		Has due diligence into the partner identified any involvement in research on behalf of the military or police with links to a hostile state? If you have ticked YES, please summarise below how you will prevent information from this research from being released to these organisations.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.14

		Set within the context of any information gained from due diligence, could your research be misused or have unintended applications which would be negative? If you have ticked YES, please summarise below how this might occur.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.15

		Are there any legal, regulatory or university policy constraints on undertaking your research with this partner? If you have ticked YES, please summarise these below.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.16

		Having considered the answers to questions A3.10-A3.15, are there potential reputational or ethical risks to you or the university? If you have ticked YES, please summarise these risks below.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)









		About Research Relationships

		YES

		NO



		A3.17

		Are the terms of any proposed Memorandum of Understanding (MoU) in keeping with the expectations of your department and university?

		☐

		☐



		A3.18

		Are you providing existing intellectual property (IP), research data, confidential or personally identifiable data to the project? If so, how is this going to be protected?

		☐

		☐





		





(this box should expand as you type)



		A3.19

		Who will own any IP that is generated?



		



(this box should expand as you type)



		A3.20

		What plans do you have in place for protecting the resulting IP?



		



(this box should expand as you type)



		A3.21

		What contractual requirements are you able to put in place to protect the interests of your academic institutions?



		



(this box should expand as you type)



		A3.22

		What access will the research partner have to your IT network? If they do have access, what broader visibility might this provide?



		



(this box should expand as you type)



		A3.23

		Is there any physical separation or protection required between research in similar fields?



		



(this box should expand as you type)









		About Existing Partners



		A3.24

		Would proceeding with the research raise potential conflicts of interest with existing research partners? If you have ticked YES, please explain these conflicts below.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.25

		Have you spoken with your existing partners about any potential conflict of interest? If you have ticked YES, please briefly summarise their response(s) below.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.26

		Does any non-disclosure agreement for this project include an expectation that you will need to provide visibility to existing partners? If you have ticked YES, please explain below how this will be managed.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.27

		Will this research breach any existing contractual agreements that you, your department or university already have? If you have ticked YES, please explain below how this will be managed.

		YES

		NO



		

		

		☐

		☐





		





(this box should expand as you type)







		

		

		

		

		





		Return to the main form










[bookmark: APP_4]APPENDIX 4: Research with Vulnerable People



		Will the research involve data processing involving the following data subjects:

		YES

		NO



		A4.1

		Children under 16

		☐

		☐



		A4.2

		Adults with learning disabilities

		☐

		☐



		A4.3

		Adults with other forms of mental incapacity or mental illness

		☐

		☐



		A4.4

		Adults in emergency situations

		☐

		☐



		A4.5

		Prisoners or young offenders

		☐

		☐



		A4.6

		Those who could be considered to have a particularly dependent relationship with the investigator, e.g. members of staff, students

		☐

		☐



		A4.7

		People who have not given their explicit consent to participate in the project

		☐

		☐



		A4.8

		People engaged in illegal activities

		☐

		☐



		A4.9

		Any other people who can be considered vulnerable in the context of this project

		☐

		☐



		Please justify the inclusion of the above people (if applicable), explaining why the research cannot be conducted on non-vulnerable people.



		A4.10

		







(this box should expand as you type)



		Please give details of extra steps taken to assure the protection of vulnerable people participating in the research.  You should describe any arrangements to be made for obtaining consent from a legal representative.



		A4.11

		







(this box should expand as you type)



		It is the researcher’s responsibility to check whether a DBS check (or equivalent) is required and to obtain one if it is needed. Please confirm:



		A4.12

		DBS Check required? 

		YES

		NO



		

		

		☐

		☐



		A4.13

		DBS certificate obtained? 

		YES

		NO

		N/A



		

		

		☐

		☐

		☐







		

		

		

		

		





		Return to the main form










[bookmark: APP_5]APPENDIX 5: Research Involving Animals

		The use of animals in research is tightly governed and monitored by law and by the Home Office, specifically under the Animals (Scientific Procedures) Act 1986 and its accompanying codes of practice and processes. The Act regulates procedures that are carried out on protected animals for scientific or educational purposes that may cause pain, suffering, distress or lasting harm. Under the Act, a protected animal is ‘any living vertebrate, other than man, and any living cephalopod’. The University does not hold a Home Office issued Establishment Licence and therefore researchers must ensure that any proposed work involving animals is either exempt from the Act or falls outside of its scope. Exempted research, for example involving routine veterinary practice or clinical veterinary research, may still require external ethical approval from the Royal Society of Veterinary Surgeons. When undertaking collaborative research involving animals, the UWTSD Research Ethics Committee must be assured that the partner institution(s) conform to the appropriate regulatory framework or legislation, and have approval from their local Research Ethics Committee. Any such work must follow the guidance of the National Centre for the Replacement, Reduction and Refinement of Animals in Research, known as the 3Rs.  In all cases, advise must be sought from INSPIRE for any proposed research involving animals, either at UWTSD, or by research collaborators in partnership with UWTSD. This should be at the very early stages of research design, so that an appropriate due diligence exercise can be undertaken.



		Will the research involve any work with any of the following animals (including observation in their natural habitat)

		YES

		NO



		[bookmark: _Hlk156319509]A5.1

		Any living vertebrates, other than humans?

		☐

		☐



		A5.2

		Any living cephalopods?

		☐

		☐



		A5.3

		[bookmark: _Hlk156462984]Has INSPIRE undertaken an initial due diligence exercise?

		☐

		☐



		A5.4

		[bookmark: _Hlk156464303]Due diligence assessment appended to this application?

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 



		[bookmark: _Hlk156464347]A5.5

		



(this box should expand as you type)







		

		

		

		

		





		Return to the main form










[bookmark: APP_6]APPENDIX 6: Research with Staff or Offenders in Prison Establishments and Probation Services 



		Research with staff and/or offenders in prison establishments, the Probation Service or within His Majesty’s Prison and Probation Services requires additional approvals.



		Will the research involve any of the following?

		YES

		NO



		A6.1

		Staff in prison establishments

		☐

		☐



		A6.2

		Offenders in prison establishments

		☐

		☐



		A6.3

		The Probation Service

		☐

		☐



		A6.4

		His Majesty’s Prison and Probation Services

		☐

		☐



		All researchers wanting to conduct research with staff and/or offenders in prison establishments, the Probation Service regions or within HM Prison and Probation Service (HMPPS) Headquarters are required to formally apply for research approval to the HMPPS National Research Committee (NRC). Before doing so, INSPIRE must undertake an initial due diligence exercise. If you have not contacted INSPIRE, please do so immediately. If YES to any of the above, please confirm:



		A6.5

		[bookmark: _Hlk156464314]Has INSPIRE undertaken an initial due diligence exercise?

		☐

		☐



		A6.6

		Have you applied to the HMPPS National Research Committee (NRC)?

		☐

		☐



		A6.7

		Has HMPPS National Research Committee approval been granted? If yes, please append to this application. 

		☐

		☐



		A6.8

		Due diligence assessment appended to this application?

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 



		A6.9

		









(this box should expand as you type)







		

		

		

		

		





		Return to the main form










[bookmark: APP_7]APPENDIX 7:  Health and Social Care Research 

		All health and social care research must have a sponsor as defined by the Health Research Authority UK Policy Framework for Health & Social Care.  The University will under no circumstances act as the sponsor of health and social care research (i.e. that which requires approval by a NHS Research Ethics Committee). In all cases, therefore, an appropriate collaborating partner must lead the research.  Any health and social care research therefore requires an initial due diligence exercise, which will be undertaken by INSPIRE. The purpose of the due diligence exercise is to ensure that the University has the capability to undertake the research, either independently or in collaboration with research partners. This will include advice on suitable collaborative arrangements and the appropriate involvement of UWTSD researchers in the proposed research study.  This is likely to apply to the following areas:



		Will the data processing involve:

		YES

		NO



		A7.1

		Participants who have been recruited on the basis of medical and health conditions, life stage or other physical or mental attribute.

		☐

		☐



		A7.2

		Participants who will engage in physical exercise, activity or exertion of any kind, or who use exercise equipment, assistive devices or other apparatus for the purposes of the research study. This includes interventions that are minimally invasive.

		☐

		☐



		A7.3

		Patients and users of the NHS (including NHS patients treated in the private sector).

		☐

		☐



		A7.4

		Individuals identified as potential participants because of their status as relatives or carers of patients and users of the NHS.

		☐

		☐



		A7.5

		Patients who are cared for in private and voluntary sector nursing homes.

		☐

		☐



		A7.6

		Confidential patient information.

		☐

		☐



		A7.7

		Clinical trial of a medicinal product or medical device.

		☐

		☐



		A7.8

		Access to organs or other bodily material of past and present NHS patients, or any material consisting of or containing human cells.

		☐

		☐



		A7.9

		Use of human tissue (including non-NHS sources) where the collection is not covered by a Human Tissue Authority licence.

		☐

		☐



		A7.10

		Foetal material and IVF involving NHS patients.

		☐

		☐



		A7.11

		The recently deceased under NHS care.

		☐

		☐



		A7.12

		NHS staff or premises.

		☐

		☐



		A7.13

		Practising midwives conducting a clinical trial.

		☐

		☐



		A7.14

		Investigational medicinal product.

		☐

		☐



		A7.15

		Medical devices that are not CE-marked or CE-marked medical devices that have been modified or are being used for a new purpose.

		☐

		☐



		A7.16

		Exposure to ionising radiation.

		☐

		☐



		A7.17

		Other health and social care related research.

		☐



		☐





		Please specify 







(this box should expand as you type)

		

		



		Researchers proposing to work on projects involving health and social care research must check whether their study meets the HRA definition of research and whether it should undergo ethics review by a NHS Research Ethics Committee. If you have answered YES to any of questions A7.1-A7.17 then this is likely to be the case and sponsorship by a third party will be required. This can be checked via the Health Research Authority’s Decision Tool : https://www.hra-decisiontools.org.uk/research/  



		A7.18

		Does the research meet the HRA definition of research?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.19

		Is the Research being sponsored by a collaborating partner?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.20

		Has NHS ethics approval been granted?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.21

		Has INSPIRE undertaken an initial due diligence exercise?

		YES 

		NO



		

		

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. If you have not contacted INSPIRE, please do immediately. 



		A7.22

		









(this box should expand as you type)







		A7.23

		Have you been granted NHS ethical approval?

		YES

		Click to continue to Section R

		NO

		Return to the main form












[bookmark: APP_8]APPENDIX 8: Export Control for Research with Potential Military End Uses

		Export controls apply to the physical, electronic or oral transmission outside the UK of applied research, sensitive technology, software and equipment that could potentially be misused, either directly or indirectly, for military purposes. These legal controls are a serious obligation and UWTSD researchers must actively manage the risks of these being misused to fuel conflict, threaten national security, support terrorism and crime, violate human rights or proliferate Weapons of Mass Destruction.  UWTSD’s Export Control Policy provides a clear six step process to determine if your research is covered by export controls. Please complete the following screening to judge if you need to compete a full export control assessment. If you are in any doubt, then please contact INSPIRE. Any research in UWTSD involving the following high-risk areas must be screened.

Will the research involve:



		Defence

		YES

		NO



		A8.1

		Military equipment and munitions

		☐

		☐



		A8.2

		Defence equipment, including satellites

		☐

		☐



		A8.3

		Technical data, including some border and port information

		☐

		☐



		A8.4

		Dual use research

		☐

		☐



		Materials and Technologies

		YES

		NO



		A8.5

		Nuclear materials, facilities and equipment

		☐

		☐



		A8.6

		Chemicals, microorganisms and toxins

		☐

		☐



		A8.7

		Electronics design, development and production

		☐

		☐



		 A8.8

		Computers

		☐

		☐



		A8.9

		Telecommunications

		☐

		☐



		A8.10

		Sensors and lasers

		☐

		☐



		A8.11

		Navigation and avionics

		☐

		☐



		A8.12

		Marine technology

		☐

		☐



		A8.13

		Composite materials

		☐

		☐



		A8.14

		Aerospace and propulsion

		☐

		☐



		Sensitive Information

		YES

		NO



		A8.15

		Cryptology

		☐

		☐



		A8.16

		Counterterrorism

		☐

		☐



		A8.17

		Counternarcotics

		☐

		☐



		A8.18

		Cyber-related

		☐

		☐



		A8.19

		Non-proliferation

		☐

		☐



		A8.20

		Transnational criminal organisations

		☐

		☐










		Genetic Resources

		YES

		NO



		A8.21

		Genetic material of actual or potential value

		☐

		☐



		A8.22

		Organisms, or parts thereof

		☐

		☐



		A8.23

		Populations (or organisms)

		☐

		☐



		A8.24

		Other biotic components of ecosystems

		☐

		☐



		A8.25

		Domesticated or cultivated species in which the evolutionary process has been influenced by humans

		☐

		☐







		Will you be exporting military or dual-use technology, now or possibly in the future? This information may take many forms, including:

		YES

		NO



		A8.26

		Physical transfer of goods, technologies, material or equipment

		☐

		☐



		A8.27

		Blueprints

		☐

		☐



		A8.28

		Plans

		☐

		☐



		A8.29

		Diagrams

		☐

		☐



		A8.30

		Models

		☐

		☐



		A8.31

		Formulae

		☐

		☐



		A8.32

		Tables

		☐

		☐



		A8.33

		Engineering designs and specifications

		☐

		☐



		A8.34

		Manuals and instructions

		☐

		☐



		A8.35

		Software

		☐

		☐



		A8.36

		Know-how

		☐

		☐







		Will your project transfer technology using any of the following physical methods?

		YES

		NO



		A8.37

		USB flash drives

		☐

		☐



		A8.38

		Portable hard drives

		☐

		☐



		A8.39

		Laptops

		☐

		☐



		A8.40

		Tablets

		☐

		☐



		A8.41

		Intangible forms by using electronic media, such as email, phone storage and cloud file sharing

		☐

		☐



		A8.42

		Physical exports

		☐

		☐







		Will your project involve any of the following?

		YES

		NO



		A8.43

		Oral transfer by phone or videoconferencing or presentations

		☐

		☐



		A8.44

		Travelling overseas for any purpose, while unintendingly carrying any of the above.

		☐

		☐



		A8.45

		Will you be hosting foreign visitors?

		☐

		☐










		If you answer YES to any of questions A8,1-A8.45 then you should complete a full export control assessment and append that to this application. Before doing this please contact INSPIRE who will advise further.

		YES

		NO



		A8.46

		Full export control assessment required?

		☐



		☐





		A8.47

		Full export control assessment completed?

		☐



		☐





		A8.48

		Full export control assessment appended?

		☐



		☐









		

		

		

		

		





		Return to the main form

























































































Interview Consent Form

Research project title:  

Research investigator:  

Research Participants name: 

The interview will take (enter amount of time).  We don’t anticipate that there are any risks associated with your participation, but you have the right to stop the interview or withdraw from the research at any time. Thank you for agreeing to be interviewed as part of the above research project.  

Ethical procedures for academic research undertaken from UK institutions require that interviewees explicitly agree to being interviewed and how the information contained in their interview will be used.  This consent form is necessary for us to ensure that you understand the purpose of your involvement and that you agree to the conditions of your participation. 

Would you therefore read the accompanying information sheet and then sign this form to certify that you approve the following: 

•   the interview will be recorded, and a transcript will be produced

•   you will be sent the transcript and given the opportunity to correct any factual errors 

•   the transcript of the interview will be analysed by (name of the researcher) as research investigator

•   access to the interview transcript will be limited to (name of the researcher) and academic colleagues and researchers with whom he might collaborate as part of the research process

•   any summary interview content, or direct quotations from the interview, that are made available through academic publication or other academic outlets will be anonymised so that you cannot be identified, and care will be taken to ensure that other information in the interview that could identify yourself is not revealed 

•   the actual recording will be destroyed 

•   any variation of the conditions above will only occur with your further explicit approval or a quotation agreement could be incorporated into the interview agreement Quotation Agreement  



I also understand that my words may be quoted directly. With regards to being quoted, please initial next to any of the statements that you agree with: I wish to review the notes, transcripts, or other data collected during the research pertaining to my participation. I agree to be quoted directly. I agree to be quoted directly if my name is not published and a made-up name (pseudonym) is used. I agree that the researchers may publish documents that contain quotations by me. All or part of the content of your interview may be used; 

· In academic papers, policy papers or news articles 

· On our website and in other media that we may produce such as spoken presentations

· On other feedback events

· In an archive of the project as noted above 

By signing this form, I agree that; 

1. I am voluntarily taking part in this project. I understand that I don’t have to take part, and I can stop the interview at any time; 

2. The transcribed interview or extracts from it may be used as described above; 

3. I have read the Information sheet; 

4. I don’t expect to receive any benefit or payment for my participation; 

5. I can request a copy of the transcript of my interview and may make edits I feel necessary to ensure the effectiveness of any agreement made about confidentiality; 

6. I have been able to ask any questions I might have, and I understand that I am free to contact the researcher with any questions I may have in the future.

Printed Name  

Participants Signature                          

Date   

Researchers Signature                           

Date     

Contact Information  

This research has been reviewed and approved by the UWTSD Ethics Board. If you have any further questions or concerns about this study, please contact:                

Name of researcher             

Full address              

Tel:               

E-mail:    

You can also contact (Researchers name) supervisor:            

E-mail:     
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