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1. Research Background
Do I want to become a Managing Director (MD)? My MD was not prepared to give up work at all yet, but he wanted to find out my response to a completion of the succession planning process from his side within the business. I have worked for him in a senior management role, having an influence on his workforce, enjoying my life and earning a decent salary for several years now. My firm, similar to the previous ones I had been employed at, utilises a mixture of both short and long-term incentives to reward those outstanding employees who perform well. If I became a successor, I would have higher recognition and better personal development opportunities. At the same time, I just imagined where my career advancement at this business would come from if I was not ready to progress (Larkin, 2012).   

Although my background appeared to be quite distinct to me at first, in fact it was like what I had already seen in companies previously in my 16 years of business-related employment history. The reason why the question of career advancement is so widespread, but so frequently avoided, attracted and influenced me to obtain data from the view of company directors about the up-to-date position of their careers. Company executives are well-educated and knowledgeable individuals who play the most important part in the world’s manpower. They are a necessary element of organisational strength and important for accomplishment of competitive advantage. They manage companies’ key strategic proposals, encourage innovation, employ individuals and generate profit. The capability for companies to appeal to, keep and coordinate this part of the workforce is significant. Firms do still not understand what is important to company directors when considering their careers and in general organisations have very limited knowledge of the strategies executives utilise for career management (Larkin, 2012).

In a socioeconomic environment which requires very long careers, company directors have to design and implement strategies to cope with a fierce market, achieve their ambitions and be certain about what matters to them. Most importantly, they have to pursue their careers in an active but well-planned manner. Regardless of the increased importance of individual responsibility for careers, companies still play a part in this process due to the environment where career development occurs (Larkin, 2012; Baruch, 2006). 







1.1 Aims
This research will focus on a significant gap in the literature and within firms. It will help me to gain an understanding of what matters to company directors in their careers and how they are pursuing this. It will examine what executives expect from their companies and whether their expectations are being satisfied. The study will be undertaken to respond to the following questions:  
Q1) How do company directors take their careers into consideration?
Q2) What strategies do they utilise to build their careers?
Q3) What part do company directors expect institutions to play in their career development and are the companies fulfilling those expectations? (Larkin, 2012).

1.2 Objectives
This study will provide an exclusive view obtained from various companies’ employees, which is critical to understand. Analysing data about company directors’ feelings, ideas and perspectives regarding their careers and organisational support will assist firms to: a) re-consider how they are performing and implementing their human resource procedures; b) increase their productivity and c) take advantage of an executive talent expertise (Larkin, 2012). 

2. Research Methodology
A qualitative methodology will be utilised to conduct the research. This technique will provide a very individualised and well detailed examination of how company directors are considering their careers, how they are creating them and their perspectives of organisational support and its efficiency. The view of participants related to their expertise, desires, feelings, ideas and wishes will be at the centre of this research. Understanding the importance of their background and situations and how they explain these is an aim of qualitative study (Maxwell, 2013; Larkin, 2012).  

Another advantage of qualitative study is the possibility of using a small sample of participants which retains the reasonable individuality of the circumstances in addition to cross case analysis. This study will be carried out across 5 organisations and engage 30 participants. A qualitative technique and the small sample size of this research will take into account participants’ working environment and the impact this has on their feelings, conducts and activities; this is something to be analysed further (Maxwell, 2013). This framework will include various factors, for example: individual and environmental (Larkin, 2012).   

A main advantage of qualitative study is the ability to utilise ‘purposeful sampling’ and choose a number of cases for further examination. These ‘information-rich cases’ will permit me to get involved in the important critical issues for this research (Patton, 2002: 13). Purposeful sampling will allow me to choose contexts and groups of people deliberately, concentrate on those companies and select the variety of directors who are suitable for this research. This research will strive to understand the talent management processes and values of the organisations in which directors are employed. These processes which businesses put forward to their executives and views they hold regarding directors’ career management points will be significant to understand and examine (Larkin, 2012).

This study will examine views and feelings; the best way to gather this data will be through semi-structured interviews. This will enable me to ask each participant pre-planned questions in an organised and compatible manner and provide me with an opportunity to side-track if necessary (Patton, 2015). This method will be crucial when I talk to company directors from various backgrounds and need to change my language to use terms they can understand, and in addition to be able to go beyond the responses to my set questions. I will then speak to them from their points of view and be open to what comes up from interviews (Berg, 2009). This research will be highly organised and flexible because qualitative study is a continuous process which involves switching among various elements, for example: a) design; b) examining the consequences of aims, theories, research questions and c) risks to validity (Maxwell, 2013). This interactive system will give me the advantage of using a structure but also will provide me with flexibility to accomplish relevant and intended research outcomes (Larkin, 2012).  

3. Data Collection
Every interview will be digitally recorded. It is essential to reduce researcher bias to remain objective (Patton, 2002). I will carry out interviews face-to-face or by telephone. During my research, I will be writing memos on observations, feelings and ideas. Memos provide good self-examination and they will be priceless throughout the study. I will create and use a semi-structured interview template and schedule 30-45 minutes for every interview. I will initially analyse the interview questions with my dissertation supervisor before actually interviewing company directors. This will enable me to assess these questions for mutual understanding and adjust them if required (Larkin, 2012).           

Employment background including straightforward demographic data will be obtained utilising the email correspondence with company directors before their interviews. Furthermore, I will utilize this information to: a) verify their present job position; b) confirm their submission and c) make certain that the data is correct. Confirmation of this data will enable me to build a good relationship with every participant, and in addition will be a good way to link with him/ her (Larkin, 2012).   

Interviews will start with a confirmation of every participant’s job position and how long he/ she has worked for a company. The second part of the interviewing process will examine where each participant visualizes himself/ herself in his/ her current career and career development in his/ her company. Understanding the components which matters to executives when they consider their careers, for example: monetary, their own advancement etc., will be significant to describe in this research and an allocated time will be invested in examining this section as they answer the research questions. The third part will aim to understand how participants are pursuing their careers; this includes individuals they discuss their judgments and activities with and how directors foresee or envisage their future success in their businesses. Lastly, understanding their employers’ requirements and whether they are getting the support, will be another part of the interview. In order to be certain that I obtain all their ideas during interviews, I will finally ask an open-ended question requesting any additional points which they would like to make. Furthermore, I will ask the age of every director because this is significant in detailing the biography of participants and for utilisation during data analysis. I will be able to create an organisation chart of every business and obtain an understanding of their company structures. The organisational charts will enable me to verify the degree of leadership which will be included within my participant portfolio and describe the director job position in more detail (Larkin, 2012).

3.1 Methods of Analysis
A methodical, comprehensive analysis and interpretation of the data will be required for the purpose of determining designs, themes and biases as soon as transcripts are examined (Berg, 2009). This process will start with coding the data and exploring feasible themes for analysis. The first coding structure will be quite basic to obtain descriptive segments from the interview transcripts. It will take into consideration my theoretical framework and research questions. The codes for the directors’ transcripts will include career management components, such as: their understanding of their organisation, existing circumstances, networks and present job position. The codes for the organisations’ transcripts will include observations of career management components, such as: present status, business’s position, strategies and networks  (Larkin, 2012).  

In order to support the analysis process, the Atlas.ti (qualitative data analysis software) will be utilised. This application will assist in suppling a data structure for my research which is within the application’s ‘hermeneutic unit (HU)’. Primary sources, for example: ‘interview transcriptions, field notes, memos’ etc., will be structured within the hermeneutic unit. This programme will help me to understand the interview data by looking for key words and enabling me to carry out ‘comparative analysis across cases’ and ‘hypothesis testing’. I will then perform a comparative analysis which includes ‘filtering data by categories’, such as: age, years of service in a job etc. ‘Coded quotations’ will be examined and classified into general newly formed themes which will feed my preparation to write ‘analytic memos’ (Larkin, 2012: 52-53).               

The process of analytic memos will include one to two-page notes which will begin to verify my hypothesis and examine grounds to back up all my statements. Themes will be examined for compatibility in greater detail by comparing positive and negative associations between different parts. In order to perform this, I will create data displays which will assist me to classify data, come to conclusions and understand what is occurring. The research questions will be presented to the data and then examined for evidence against them. Close attention will be given to a reflection of the personal statements of every director against themes to ensure that there will be a balance between executives’ own circumstances and themes of the research. The analyses of the organisations will be compared for sameness and dissimilarities with one another. Differences in processes and total of what an organization will provide can possibly be significant to the findings. Therefore, all processes and feelings from interviews from companies’ heads of Human Resource departments will be compared against those of the executives from that organisation to understand compatibility and differences (Larkin, 2012).      



3.2 Ethical Considerations
There are two ethical considerations in my research, firstly, it is anticipated that directors will reveal data which is personal and private to them. They will talk about topics which may not be a part of normal discussion with other people or they simply do not wish their employer to be aware of their opinions about them. Hence, it is imperative that their data is kept private. Organisations will be asked to reveal their modus operandi which may influence executives and colour their views about directors’ career management. For this reason, assurance of confidentiality is also significant for companies which will participate in this research (Larkin, 2012).

Secondly, regarding the choice of organisations, it is important that I will not utilise my present company as one of the cases for this research or interview some directors I have been involved with previously. In my present job position as an Operations & Compliance Manager, I evaluate the ability of current leadership and I act as the connection for succession planning with our Managing Director. It will not be fair for me to ask or anticipate information from my colleagues or speak for my present company because of the risk of personal bias (Larkin, 2012).  

4. Limitations to the Study
The findings might not be relevant to all executives, but it will provide a significant overview into directors’ careers across companies. Another limitation will be the degree to which data is compared across every organisation and personal dissimilarities within the organisations in question. This limitation will be a consequence of the requirement for privacy to ensure that both the organisation and director participants’ names remain anonymous. A last organisation limitation is that there will be 5 company interviews in total. Although the interviews get conducted with individuals that have comprehensive understanding, are in charge of executive career development and are selected to speak on behalf of the company, the research will be limited to only those 5 views (Larkin, 2012).     
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6. Appendix A – Informed Consent Form
Researcher: Vojtech George Vohanka, MBA in General Management (Online) degree student at University of Wales Trinity Saint David
Master dissertation supervisor: Dr Roisin Mullins

Introduction 
I am an MBA in General Management degree student at University of Wales Trinity Saint David. Additionally, I work full time as an Operations & Compliance Manager in the private security industry and I am an Operations Director of my own company as well. I wonder if you could participate in the research which I am undertaking by taking part in an interview with me. You are free to discuss this study with anybody.

Purpose of the study 
This study will examine how company directors are pursuing their careers and strive to respond  to 3 questions: 1) How do company directors take their careers into consideration?; 2) What strategies do they utilise to build their careers? and 3) What part do company directors expect institutions to play in their career development and are the companies fulfilling those expectations?

Type of study involvement 
The research will involve a 30 - 45 minutes interview with every company director. Preferably, interviews will be conducted in person, however this will mainly depend on a venue and timing or this interview can also be done via telephone or videoconferencing.  

Choice of participants
Participants are company directors in this research. After my initial contact with your company, it was identified that your background and level within the business would be a great match for the portfolio of participants I am looking for my study.  

Voluntary Involvement
While I am looking forward to working with you, your decision to participate in this study is voluntary.  

Procedures
I will be scheduling a suitable date and time for a 30 - 45 minutes interview with you through our initial email correspondence. I will meet you at your chosen location in person or we can decide together on another convenient method of interviewing, such as: via Skype, WhatsApp or a telephone. It will only be me who is present during our interview. If you are not comfortable about answering any of my questions for any reason or you would like to pause at any time, you can just tell me. For me to fully concentrate on the interview and make certain that I am obtaining all information as you speak it, I will be using a digital recorder to tape our interview which will be eventually transcribed once finished. I will be the only person to listen to this recording, which will then be saved on my laptop in a safe location until I have transcribed the data.  It will be erased immediately afterwards. Your ID information, for example: your name and your organisation name will not be revealed in this study. Your interview notes will also not be passed on to your employer or anybody else. Before the interview, I would be grateful if you could provide me with basic biographical information and a summary of your employment history. I do not have a structured template for this, therefore if you do not have a summary ready, I would be glad to receive at least one paragraph outlining your experience.  

Risks
There have been no risks to any participants identified with this research. 

Advantages
Understanding what is happening with company directors in their career management is a significant contribution to research because it has not been properly analysed yet. Furthermore, this data could provide a good understanding of possible interventions which might have an impact on company executives or companies. Your participation will greatly assist in this process because I will start to understand your perspectives. There is no financial renumeration for taking part in this research.

Privacy & confidentiality
This study is being carried out across various companies with 30 company executives. It attempts to determine general tendencies and themes and also distinguishing features in findings. It may be that statements given by you to assist a theme may be utilised, but your ID information will not be linked with them.  

Sharing the research outcomes
The findings of this study will greatly assist my Master’s dissertation. It will be kept as a public file by the University of Wales Trinity Saint David. The findings might be distributed through publishing in order to contribute to a general understanding of this significant subject matter.



Your right to withdraw 
This is a confirmation that your participation in this research is completely voluntary and you have the right not to be a part of it or to withdraw at any stage. 

Contact Information
If you would like to get in touch with me and discuss this document further, please feel free to do so at 07534 662808 or at vojtech.vohanka@gmail.com at any time. This research proposal has been examined and approved by the University of Wales Trinity Saint David Ethics Committee whose duty is to ensure that research participants are protected from any kind of physical or mental damage (Larkin, 2012).  

7. Appendix B – Semi-structured Interview Questions: Company Directors
Research Questions
1) How do company directors take their careers into consideration?
2) What strategies do they utilise to build their careers?
3) What part do company directors expect institutions to play in their career development and are the companies fulfilling those expectations?

Opening
I would like to ask you some questions about your career and your career development. To begin with, could you tell me what your current job position is in your company and for how long you have worked in this role please?

Present career status
Where do you see yourself in terms of your career development at present? 
Could you tell me what factors become important when you consider where to move from here? 
And what is less significant to you now? 

Career management
What sort of a position might interest you in the job market? 
What steps are your taking or could you take to reach this goal?   
Who do you discuss your ideas and decisions with? 

Support required
Do you believe that you receive the support you require? Why and why not?  

Present goal association with employer 
What do you seek from your company for career support? What are/ aren’t you receiving? Is it satisfactory?   

Age
[bookmark: _GoBack]For the purpose of comparison between participants, would you mind telling me how old you are please? 

Closing and opportunity
Do you have other ideas you would like to discuss which I have not mentioned? (Larkin, 2012).

8. Appendix C - Semi-structured Interview Questions: Firm Views
Research Questions
1) How do company directors take their careers into consideration?
2) What strategies do they utilise to build their careers?
3) What part do company directors expect institutions to play in their career development and are the companies fulfilling those expectations?

Opening
I would like to ask you some questions about your company’s career development practices and opportunities for members of staff. To begin with, could you tell me what your current job position is in your company and for how long you have worked in this role please?

Philosophy
What is your comprehensive method and strategy regarding the career development of members of staff? 

Management of careers
Do you have any practices which the company utilises to oversee or promote the career development of executives? 
If you do, how does this system operate (for example: succession planning – who gets involved)?  
Does your company have these processes dedicated to executive level of leadership? 

Positive aspects and challenges
Could you tell me of any positive aspects or challenges your organisation has gone through regarding the career management of executive leadership?  

Organisation role
Could you spell out how directors consider their career management?  
What steps do you think that the executives want the company to take and what are they prepared to do themselves in this matter? 
What factors do you believe are most significant for executives in terms of their career management? 

Observations
Could you tell me how your directors are managing/ pursuing their careers? Are they performing well or are they having any issues at all?


Closing and opportunity
Do you have other ideas you would like to discuss which I have not mentioned? (Larkin, 2012).
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