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[bookmark: _Toc215254997] ABSTRACT:
The childcare industry plays an essential role in supporting children’s development and enabling parents to balance work and family life. However, the sector continues to face challenges in the aftermath of the COVID-19 pandemic. This dissertation explores how Bright Horizons Family Solutions, a leading provider of employer-supported childcare in the United Kingdom, has addressed these challenges. It investigates employer-led approaches to childcare in relation to rebuilding parental trust, supporting workforce participation, and enhancing business resilience, responding to a research gap in post-pandemic childcare management. 
A qualitative research approach is used, based mainly on secondary data from company reports, academic literature, and industry analyses. The study is guided by Change Management Theory, which explains how organizations adapt to change, and Maslow’s Hierarchy of Needs, which helps to understand parental motivations and expectations. 
The findings show that parental trust and satisfaction were strongly influenced by flexible childcare arrangements, transparent communication, and a consistent focus on safety and emotional reassurance. Employer-supported childcare was also linked to higher employee retention and an improved organizational reputation. 
Overall, this research highlights how closer collaboration between employers and childcare providers can strengthen family well-being and support a sustainable, engaged workforce in the post-COVID-19 era. The study also offers insights that may guide organizations looking to rebuild trust and resilience in their childcare strategies.



[bookmark: _Toc215254998]CHAPTER 1: INTRODUCTION:

Childcare is an essential service that supports not only working families but also the children, as it enables parents, especially mothers, to be part of the labour force. The children’s social and cognitive development is, in a way, supported by that. The early childhood education and childcare sector in England have gone through some challenges in the last years, which the COVID-19 pandemic get worse. Health and safety concerns of parents being the main issue, there has been a shift to remote and hybrid working and rising operational costs along with unequal access to childcare services are all factors that have contributed to the negative impact on both the sustainability of childcare providers and the wellbeing of families (Gassman-Pines et al.2020). 
Bright Horizons Family Solutions, an American company, was set up in 1986 and has gradually become an important international player when it comes to early childhood education and employer childcare. The company runs in the U.K., U.S., and other countries, and it has a nursery count that exceeds 1,000. The company’s main service areas include nursery education, back-up care, and family support programs which mainly target working parents trying to cope with their professional and personal lives. The company's vision is primarily to provide quality childcare with the indirect participation of employers through partnerships that ease workforce entry. Due to their size and strong relationships with employers, Bright Horizons has become a significant player in the UK childcare market. The company has been known for their good reputation among working families; however, the post-COVID has created new and complicated challenges making it harder for the company (Gaidhani ,2018).
Bright Horizons Family Solutions is the biggest UK provider of employer-sponsored childcare services that includes nurseries and back-up care programs. The company has been regarded as one of the best in terms of support for working families but still must deal with some pressures that are coming from everywhere. The Modern Families Index UK Report 2025 shows that one-third of working parents are in high-stress situations and even though support is reduced they still expect it from employers (HR Review, 2025). 
In the same way, the State of Childhood Report 2025 also mentions that nearly 75% of parents with small children are now looking for such things as greater flexibility and mental health support, and reliable emergency care options from their employers.
The research undertaken by Bright Horizons (2025) noted that the companies that provided family-support benefits, for instance, the employer-sponsored childcare, had the above-mentioned effects (Solvason, 2025). Still, the early years sector is being continuously challenged by workforce shortages and policy pressures. The report on Early Education and Childcare (2024) pointed out that a considerable number of nursery professionals are mulling over quitting the profession because of poor reward and the tough demands from the early year’s entitlement extension (Creswell & Poth ,2018)
The figures reported by GOV.UK (2024) also show that the accessibility of childcare varies from one area to another in the UK, and some families are struggling to find a suitable and economical service nearby (Latura, 2022).												

Research Gap:
The current studies focused on parental stress, government policy, and public childcare accessibility (Blum&Dobrotic,2021). Less research has been done on how private, employer-supported childcare like Bright Horizons has adjusted to the post-pandemic changes in parental expectations. Moreover, little attention has been paid to how the employers’ children’s care strategies are dealing with the issues of safety, flexibility, and emotional reassurance whilst supporting business resilience (London Economics,2024).
Such a gap calls for analyses of employer-led responses to the contemporary childcare challenges from both organizational and parental perspectives. This dissertation will investigate how Bright Horizons Family Solutions has resolved and set up employer-based daycare programs as a solution to the challenges posed by the pandemic and that are appearing post-pandemic. Besides, the research will evaluate parents’ views on these changes and the level at which the employer solutions have affected trust, satisfaction, and work participation (Goodall &Montgomery ,2023; Parkin et al.,2023). The study is original as it links two often studied separately viewpoints: the operational adjustments of the childcare providers and the opinions of the parents using the services. This joint perspective contributes to a full comprehension of the sector’s recovery, resilience, and future growth.
The research is based on Change Management Theory and Maslow’s Hierarchy of Needs as the main concepts. Change Management Theory (Kotter, 1996; Cortis et al.,2021). Analyses the changes that Bright Horizons went through and the measures that were taken to transform the company such as creating urgency, sharing a vision, and making the change a part of the culture. Maslow’s Hierarchy of Needs (Maslow, 1943; Yurdakul &Arar ,2023; Resolution Foundation, (2023) deals with the issue of parents’ needs and their decision-making especially in terms of safety, stability, and love. Thus, the two theories together provide a platform where the whole matter of business adaptation, human needs, and trust renewal can be discussed.
RESEARCH AIM:

The main purpose of this research is to find out the ways in which Bright Horizons Family Solutions has managed the daycare issues that resulted from the pandemic and to evaluate the role of employer-sponsored childcare in the restoration of parent trust and the strengthening of business resilience.

Research Objectives:
· To evaluate the post-COVID-19 pandemic major problems experienced by UK childcare providers. 
· To find the strategies that Bright Horizons used to adapt to the evolving parental needs.
· Primary aim of this study is to examine parental attitudes towards Bright Horizons in terms of safety, flexibility, and communication.
· Secondary aim is to find out the impact of employer-supported childcare on workforce participation and family wellbeing.

Research Questions:

· What main difficulties have been faced by childcare providers including Bright Horizons since the outbreak of the COVID-19 pandemic?
· In what ways have employer-supported childcare policies been used to tackle these difficulties?
· What have been the effects of these policies on parents' trust, satisfaction, and return-to-work decisions?

[bookmark: _Toc215254999]STRUCTURE OF THE DISSERTATION:
The dissertation is structured into five chapters:
· 	Chapter 1 (Introduction): Provides the background, research gap, aims, goals, and research questions.
· 	Chapter 2 (Literature Review): Covers the literature on childcare problems, parental reactions, and employer-sponsored childcare.
· 	Chapter 3 (Methodology): Outlines the research design, data collection methods, ethical considerations, and analysis techniques.
· 	Chapter 4 (Findings and Discussion): Reports the results and relates them to literature and theoretical frameworks.
· 	Chapter 5 (Conclusion and Recommendations): Concisely presents main findings, discusses their relevance for practice, and makes suggestions for further research.
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2:1INTRODUCTION AND IMPORTANCE OF THE TOPIC:
This part of the text sums up the sources about the problems of taking care of children and solutions supported by the employers in the UK, especially in the post-COVID period, literature-wise. The topics that parental trust, workforce wellbeing, organisational adaptation, and government support are among the ones that the chapter discusses. Besides that, this chapter also has a look at childcare sustainability research and how employers’ participation balances family and work time. By looking at various viewpoints and pinpointing the shortcomings of earlier studies, this review not only reveals the gap that this dissertation fills but also mentions it specifically, and that is the absence of qualitative research into how employer-supported childcare providers like Bright Horizons deal with the new demands for flexibility, safety, and emotional support (Ali & Alharbi,2023).
The childcare sector is pivotal for family wellness, gender equality, and the participation of labour in the market. Quality and affordable childcare, along with good early childhood education, keeps parents mainly mothers working while also nurturing children's cognitive and emotional growths (Backman &Hansson, 2022). The pandemic has shifted the priorities but not the importance of the childcare sector, as it is still a critical part of the government and companies' strategies to stabilise and support the family. On the other hand, the traditional childcare model has been challenged by new forces like staff shortages, increased operating costs, and remodelled parental expectations. Hence, the knowledge about how the providers manage to manage such situations is of utmost importance about both social and economic recover (Gaidhani ,2018).
2.2 Inclusion and Exclusion Criteria:
To capture the most up-to-date evidence of the post-pandemic environment, this review incorporated only peer-reviewed journal articles and official policy reports that were published between 2020 and 2025. The search across Google Scholar, SAGE Journals, and GOV.UK databases was done using the terms that were related to the topic such as childcare challenges, employer-supported childcare, parental trust, as well as post-COVID early years (Goodall & Montgomery,2023).
The inclusion criteria decided the focus as follows:
•	Research specifically dealing with early years education or childcare provision in the context of the UK or other similar Western economies.
•	Papers employing quantitative, qualitative, or mixed methods with clear and open method.
•	Articles making connections between childcare and parental wellbeing, trust, or employer support.
The exclusion criteria were formed of the following:
•	Works that appeared before the year 2020.
•	Scholarly articles that were concerned solely with pedagogy or curriculum (rather than operational or organisational factors).
•	Research works that were not transparent about their method or did not present empirical evidence.
The application of this method led to the inclusion of only those sources that were credible, relevant, and recent (Yurdakul & Arar,2023).
2.3 Post-Pandemic Challenges in the Childcare Sector:
The early years sector faced serious challenges because of the COVID-19 pandemic, which disrupted it a lot. Along with the national survey data, La Valle et al. (2022) used interviews with providers all over England to conduct a mixed-method study and found that there was a 35% drop in enrolment in 2021, mostly influenced by health fears and remote work arrangements. The providers report that many nurseries were running with the help of emergency government funding and that they did not investigate the employer’s involvement in supporting the parents, which is the main concern of this dissertation (Burchinal ,2022).
London economics (2024) presented quantitative data proving that the cost of childcare went up to 9% between 2023 and 2024, while there was a 3% decline in the number of providers. The financial instability that resulted from this situation is a clear sign of the sector's fragility, which is also one of the reasons why employer partnerships like the ones offered.
 by Bright Horizons have come into the spotlight. These partnerships can reduce costs and help parents feel secure through workplace support initiatives.
2.4 Workforce and Organisational Challenges:
Nurturing and sustaining the staff in early years are the main characteristics of service quality, but still, recruitment and retention are the key issues. Solvason (2025) by semi-structured interviews, reached out to professionals in England and discovered the same issues of burnout, low payments, and lack of appreciation among the practitioners. The participants used the terms “crisis of morale” and shared the stories of how it severely affected the quality of service. Though the study made use of thematic analysis, it could not include the larger corporate providers which would have given wider acceptance to the research findings.
The concerns are further corroborated by the Coram Family and Childcare Survey (2024), which said that 57% of nurseries had trouble in finding qualified staff. The report pointed out that the shortage of staff affects children's availability of places in nurseries, especially for the under-two-year-olds. The evidence leads us to conclude that a sustainable employer-supported model could not only cut the issue of staffing but also lessen the financial burden that comes with it, as it will create a steadier flow of funds.

2.5 Parental Perceptions, Trust, and Flexibility:
Parents have quite different expectations post-pandemic. A research study by Bright Horizons,2025 where they conducted focus groups with UK parents found that emotional reassurance, clear communication, and flexible care schedules were the strongest factors influencing the choice of a childcare provider. Their findings correspond to Maslow's Hierarchy of Needs in which he considers safety and belonging to be the first two conditions that need to be met (Eydal & Rostgaard, 2011).
In the same way, La Valle et al. (2022) conducted a large-scale survey (n = 2,300) to evaluate parental trust. They found out that 72% of parents regarded "flexibility" and "responsiveness" as being paramount, but only 40% felt that the providers were meeting their needs. The study of London Economics (2024) declared that trust in childcare providers is very delicate and will have to be re-established through open communication this is an area where the employer’s involvement could have a positive impact.
Meanwhile, none of these studies dealt with the issue of how organisational adaptation and leadership might affect parents' trust. This gap has strengthened the argument for the use of Kotter's Change Management Theory which lays emphasis on communication and a shared vision during the transformation process (Department for Education ,2024a, b,c).

2.6 Employer-Supported Childcare and Organisational Adaptation:
The role of the employer around childcare is increasingly being acknowledged as a strategy in dealing with the challenges of labour after the pandemic. Gatrell et al. (2023) conducted a study of 20 UK companies that provided employer-supported childcare. The results of the research showed that the companies had a lower absenteeism rate of 12% and a retention rate of employees that was 9% higher. Although the research employed qualitative case analysis, it was not grounded in theory. The application of Kotter's model in such areas helps to understand the ways in which these initiatives are successful; they create urgency, build coalitions, and finally, change is incorporated into corporate culture (Creswell & Poth ,2018).
A different scenario is presented in the study of Backman and Hansson (2022), who focused on employer-funded childcare in Scandinavian countries. The researchers, making use of longitudinal data, were able to show that persistent employer engagement not only resulted in the promotion of gender equality but also in parental satisfaction enhancement. The evidence from their study is strong in terms of social benefits, yet it does not deal with emotional aspects of trust or safety the way this dissertation does, using Maslow's motivational lens (Coram Family &Childcare, 2024).

2.7 Theoretical Framework and Evidence Integration:
Maslow's Hierarchy of Needs (1943) stays a useful tool for assessing childcare as it links the quality of the service to the emotional security of the parents. The recent study of Burchinal (2022) reviewed Maslow's framework in the domain of early childhood education and confirmed that children being cared for in a stable environment meet the parents' lower order needs, thus enabling the parents to stay in the same job. This gives support to the notion that employer-supported childcare not only offers the support of coordination but also the benefits of mental health.
Kotter’s Change Management Theory (1996), albeit initially formulated for corporations, has proven to be adaptable in-service industries. Ali and Alharbi (2023) were able to use Kotter’s model in higher education showing that effective communication and leadership support are imperative for the organisational resilience during the crisis. These very principles are what the childcare sector must adopt to cope with post-pandemic uncertainty (Ali & Alharbi,2023).

2.8 Synthesis and Research Gap:
The literature that has been reviewed so far strongly shows that the childcare sector continues to face financial and workforce difficulties. Alongside these studies (La Valle et al., 2022; Solvason, 2025), researchers have collected descriptive data which is informative but at the same time has not thoroughly examined the processes of the organisation’s adaptation. Studies on parents’ feelings (La Valle et all 2022; Bright Horizons, 2025) have shown that parents are expecting but have not revealed how the providers are meeting these demands in their operations.
Research on employer-backed childcare (Gatrell et al., 2023; Backman and Hansson, 2022) points to significant practical advantages for the workforce, yet it is a theoretical vacuum that lacks the tying of corporate transformation and parental motivation. Consequently, this dissertation presents a novel contribution by integrating Kotter’s and Maslow’s models to account for how Bright Horizons, as a major employer-sponsored provider, navigates changes while considering both the operational and emotional aspects that influence parental confidence.
[bookmark: _Toc215255001]Chapter 3: METHODOLOGY:
3.1 Introduction.
This chapter presents the methodological framework that was employed for the study of the response of Bright Horizons Family Solutions to the challenges posed by the COVID-19 pandemic in the UK early years sector. It narrates the research philosophy, design, and approach, sampling methods, data collection, and analysis techniques that were all used in this research. Attendant with these are ethical considerations and measures for ensuring validity and reliability. The selected qualitative method allows for the probing of authentic life experiences and viewpoints of both the childcare providers and the parents. This method is portrayed in the chapter as the means whereby the study not only fills the research gap but also meets its aims and goals (Creswell, J.W and Poth, C.N.2018).
The Research Design and Methodology chapter provides and justifies the method that used in the case of Bright Horizons Family Solutions as an example of a company that has been able to successfully react to the post-pandemic challenges faced by the UK childcare industry. The main elements of the method include their philosophical position, data collection, and analysis as well as governmental and ethical considerations. A qualitative palate it was selected to produce good and comprehensive revelations of the respective employer-supported childcare models affecting parental trust, workforce wellbeing, and organisational resilience. This also directly corresponds to the limitation discussed in Chapter 2 where the lack of research it was mentioned with respect to the employer-supported childcare practice from both the parental and managerial side (Solvason ,2025).

3.2 Research Design and Justification
The research has as an aim the qualitative case study design by concentrating on Bright Horizons Family Solutions which is the largest employer-supported childcare provider in the UK. The qualitative method expands the understanding of individual experiences, meanings, and emotions that quantitative studies are unable to access (BERA, 2018).
The focus of previous childcare research (e.g., La Valle et al., 2022; Kemp et al., 2022) has been limited to sector-wide trends and generally applied the use of surveys or statistical methods that ignore the way in which an organization implements the related change. The present study provides for a thorough context-specific investigation into one employer-linked provider's post-pandemic challenges and parental expectations adaptations.
The case study method grants researchers the opportunity to scrutinise and connect with theory and practice very closely the actual processes happening in the world. Bright Horizons was picked because of its considerable influence on the national level and its extensive history of employer partnerships, which allowed it to be a perfect case for analysing both corporate change and family results. The qualitative method matches with relativism that appreciates lived experiences and social meaning-making (Lincoln & Guba,1985). 
3.3: Research Philosophy and Approach:

The research adopts an interpretivist philosophy that emphasises the social construction of reality. Thus, understanding human behaviour requires an interpretation of subjective experiences. This is particularly important when the aim is to find out the trust, flexibility including emotional assurance issues and concerns from the childcare sector and parents’ perspective after the pandemic  
An inductive approach is taken, which means theories will appear from the data analysis rather than being imposed a priority. Later, the data will be interpreted through the lenses of Maslow, A.H. (1943) A theory of, Psychological Review ,50(4) pp.370-396., human motivation to analyse parental motivations and wellbeing and Kotter, J.P. (1996) Leading Change. Boston: Harvard Business Press to understand organisational transformation. The integration of these frameworks enables the research to connect the psychological and managerial perspectives while simultaneously filling the gaps left by earlier childcare studies which usually focused on only one aspect (Yurdakul & Arar, 2023).
3.4 Sampling Strategy:
The post-COVID-19 era childcare sector participants will be selected through a purposive sampling technique to ensure that their experience and knowledge have been a great contribution to the study topic. The target population will consist of 8 to 10 participants, which includes nursery managers, childcare practitioners, and parents connected to Bright Horizons. thereby securing a fair representation of both the provider and the user perspectives (Yurdakul& Arar ,2023).
Inclusion Criteria:
• Adult participants (over 18) involved with Bright Horizons after 2020.
• Direct experience of post-pandemic operational or parental changes.
• Willingness to take part voluntarily.
Participants will be contacted through the management of Bright Horizons after the ethical approval and organisational consent have been granted. The process of sampling will end when the point of data saturation arrives the time when no new themes are coming up. This technique leads to qualitative insight that is deep rather than mere statistical generalisation (Creswell & Poth ,2018).
3.5 Methods of Data Collection:
The researchers will implement two approaches to collecting data semi-structured interviews and document analysis.
The semi-structured interviews would give participants the opportunity to share their experiences freely but at the same time, the central topics delineated by trust, flexibility, communication, and organisational adaptation would be touched upon. The duration of each interview will be around 30-45 minutes, and it will be in the form of both face-to-face (at the selected Bright Horizons centres found in Southwest London) and online (using Microsoft Teams or Zoom).
Before taking part in the research, all those involved will be given information sheets along with consent forms. With the participants’ consent, the interviews will be recorded and then the recordings will be transcribed word for word. The following are some guiding questions:
• How did Bright Horizons manage the childcare difficulties that came with and after COVID-19?
• What changes in the organisation made the parents more trusting or less demanding?
• What role did the employer’s support play in the enhancing of the employees’ wellbeing?
Alongside the interview data, document analysis will focus on the Bright Horizons (2025) Modern Families Index 2025, reports and policy changes, as well as government documents like the Childcare and Early Years Survey of Parents (Department for Education, (2024) Childcare and Early Years Survey of Parents 2024. By sharing these three diverse sources, the research is less likely to be biased since it would be using individual stories along with the organizations’ tactics.
This method has the advantage over the earlier research that only made use of quantitative surveys, a more thorough and context-sensitive understanding of employer supported childcare.
3.6 Research Activities and Timeframe:
The research activity will last for around six to eight weeks altogether. One week is to be earmarked for getting ethical approval and access to the organisation, then one week for recruiting participants. The data collection phase that will involve in-person and online semi-structured interviews will span four weeks. The last one or two weeks will be set aside for transcription and thematic analysis of the collected data to ease accuracy and depth of interpretation.
3.7Data Analysis:
Thematic analysis will be used for data analysis, with Braun, V. and Clarke’s (2006) Using thematic analysis in psychology, Qualitative research in Psychology ,3(2), pp.77-101, six-step process followed exactly: data familiarisation, coding, theme generation, reviewing, defining, and reporting. The organisation and systematic coding of transcripts will be aided using NVivo software.
Themes will be generated from the bottom up but will be interpreted through the lenses of Maslow’s and Kotter’s theories. For example, the terms “safety” or “emotional reassurance” will be associated with Maslow’s basic needs of safety and love, while “leadership,” “communication,” or “staff motivation” will be viewed through Kotter’s change phases.
This combination of different methods of analysis not only provides a reliable theoretical basis but also lets the researcher to discover new themes from the participants' lives and experiences.
3.8 Ethical Considerations:
The Research Ethics Committee at the University of Wales Trinity Saint David granted ethical approval for the study. All activities follow the guidelines set by the British Educational Research Association BERA, (2018) Ethical Guidelines for educational Research, and the UK data protection law (GDPR).
After receiving detailed information about the study’s aims, methods, and their rights, participants will give their written informed consent. Children and other vulnerable groups will not be involved in this research. To keep confidentiality, the researchers will use pseudonyms to be the participants and remove any identifying information from the transcripts.
Since permission for face-to-face interviews has been granted, they will be conducted in private rooms within the Bright Horizons centres to ensure confidentiality and comfort. The data will be stored securely on university servers with a password protection system and will be removed in line with the data retention policy. Participants can choose to withdraw from the study at any point without any negative consequences.
3.9Reliability and Validity:
Trustworthiness in qualitative research is assured by credibility, dependability, confirmability, and transferability (Lincoln & Guba, 1985).
•	Credibility: provided by the triangulation of interview and document data and the validation of summaries by the participants.
•	Dependability: conducted through the keeping of extensive methodological records and the establishment of audit trails.
•	Transferability: made possible by the presentation of rich contextual detail about the operations of Bright Horizons.
•	Confirmability: reinforced using reflexive journaling aimed at the reduction of researcher bias.
All these strategies together make the findings not only authentic but also dependable, thus overcoming the fear of subjectivity in qualitative childcare research.
3.9 Summary:
The chapter has presented the research method that was elaborated to investigate employer-supported childcare solutions in a pandemic’s aftermath. A qualitative, interpretivist case study has been argued as the most suitable method for assessing how Bright Horizons Family Solutions undergoes change and keeps parental trust. The choice of semi-structured interviews plus document analysis forms the triangulation while ethical safety nets and reliability measures listening to the conduct of research keep the academic rigor. The forthcoming chapter will reveal and analyse the findings obtained through these methods (BERA ,2018).
3.10 Methodological Gap and Transition:
The past research on childcare have largely depended on large-scale quantitative surveys and government databases, which are generally recognised as useful but still do not encompass the intricate emotional and organisational aspects of employer-supported childcare. Only a small number of investigations have taken the merged perspectives of parents and childcare professionals in one employer-linked organisation. The present thesis makes up for that lack of method by introducing an interpretivist qualitative design that involves semi-structured interviews along with document analysis. This method makes it possible to not only investigate the human and organisational aspects of the post-pandemic childcare but also to produce brand new insights that link theory and practice for better understanding of the whole sector (Creswell, J.W. and Poth, C.N. 2018).
[bookmark: _Toc215255002]Chapter 4: FINDINGS AND DISCUSSION:
 Introduction:
This chapter elucidates and deliberates over the most significant findings that were derived from qualitative research conducted with the families as well as the staff associated with Bright Horizons Family Solutions. The aim of this part of the work is to examine the responses of the organisation and its stakeholders to the post-pandemic challenges that occurred in the UK childcare sector. Thematic analysis was employed to discover the trust, flexibility, communication, and organisational adaptation as the main patterns and insights. Each theme is provided with the evidence from the participants’ responses and at the same time compared with the existing literature and the theoretical frameworks from the earlier chapters. The discussion makes use of Maslow’s Hierarchy of Needs and Kotter’s Change Management Theory to decipher the role of employer-supported childcare in showing parental well-being as well as organisational resilience (Maslow,1943).

4.1 Overview of Findings 
The application of thematic analysis to the qualitative data yielded a total of four key themes that the main challenges and responses in the childcare sector were during and after the COVID-19 pandemic. The themes include Parental Trust and Safety, Flexibility and Work–Life Balance, Employer Support and Communication, and Organisational Adaptation and Change. Each theme stands for a particular point of the experience, feeling, and reaction of the parents and staff connected with Bright Horizons Family Solutions about the changes in the provision of childcare during the pandemic and after it (Federal Reserve Bank of Chicago,2024). 
Data was obtained by semi-structured interviews with professionals and parents of children who are linked to Bright Horizons centres in Southwest London. Thematic analysis adheres to Braun and Clarke's (2006) six-step model, starting out with first coding and continuing through finding, reviewing, and naming themes. By this technique, the investigator was able to elicit collective experiences and common significances that lead to a better understanding of the role of employer-supported childcare in the wellness of parents and sustainability of business.
The results reveal that, even though Bright Horizons had to deal with enormous pressures, such as a lack of staff, increasing costs of operation, and an unpredictable demand from families, the company had made a large step forward in winning back parents’ trust and holding onto high-quality standards. The way the company operates is not only very well-developed but also very much in line with the theories of Maslow and Kotter, especially the demand for safety and belonging in the case of Maslow and the emphasis on communication and leadership in the case of Kotter during the organisational transformation (Burchinal,2022).
Throughout the pandemic and its aftermath, the childcare decision-makers have consistently pointed out that the most reliance and emotional support factors have been the main ones in deciding their choice of childcare facilities. A good number of parents said that their decision either to stay or go back to Bright Horizons nurseries was directly influenced by the centre’s safety measures that were easily noticeable, the communication that was open and transparent, and the staff that were supportive (DfE,2024).
 Likewise, workers related how management laid emphasis on the emotional wellness and occupational safety, thereby strengthening the feeling of community and common goal. Each of the themes and sub-themes is meticulously discussed in the following sections of the chapter, with supporting evidence from participant interviews and academic literature. The purpose of the discussion is to show that the providers of employer-supported childcare such as Bright Horizons can be likened to the stabilising forces for families and employees in times of uncertainty, as they provide not only emotional but also practical support that goes beyond the scope of traditional childcare (Friendly& White,2020).
4.2 Parental Trust and Safety 
The interviews revealed that one of the most powerful topics was the need for Parental Trust and Safety. The data showed that, in the post-pandemic period, the parents’ trust in kindergarten and preschool facilities was subjected largely to the measure taken by the organisation in terms of communicating openly and being initiative-taking about health and emotional wellbeing. Parents related their first uncertainty as to sending their children back to group care with hygiene, infection control, and physical proximity to others often being the concerns they expressed (Gassman-Pines et al.,2022)
On the other hand, the discussion participants shed light on the fact that Bright Horizons, by their default, had implemented large and clear safety measures, such as very small groups and very high cleaning standards, and that there would be a very gentle movement of children at the drop-off, which helped regain confidence. One mother told that “the sight of the staff doing safety routines gave me back the feeling that my kid was at the right place.” These measures conducted physical safety and a psychological feeling of security, which is very much in line with Maslow’s safety needs stage that underscores the very nature of stability and protection in children’s environments (Goodall&Montgomery,2023). 

4.3 Flexibility and Work–Life Balance 
The data also pointed to a major trend in Flexibility and Work–Life Balance, which gained more importance for parents and childcare providers during and after the pandemic. One of the most noticeable effects of the pandemic was the change in the working habits of the parents which left a considerable number of them working from home or in a hybrid model. These changes posed the challenge to the early-years sector to review its delivery models and become more adaptive to the families’ ever-changing and quite fluid routines. Parents taking part in the research had commented, Bright Horizons’ flexible booking system and back-up care were the main reasons why they kept coming back (He & Wu,2019).
One of the parents mentioned that "the option to change my child's schedule according to my workdays made it easier for me to cope with the stress." Likewise, the nursery workers confirmed that the management had set up flexible staffing and made the operating hours longer to support the variable attendance (Latura 2020,2022).
The concentration on flexibility gives an insight into the Maslow's concept of belonging and esteem needs, where parents not merely look for safety for their children but also for the ability to control their personal and professional lives in a balanced way. They feel like being valued and treated with respect if they are given such options and this, in turn, strengthens their confidence in the organisation (Maslow1943,1954,).
These changes, from the organisational point of view, match the Kotter's Change Management Theory, especially the phases of empowering the staff and getting the support to make further changes. The managers at Bright Horizons opened the channels of communication and asked for the staff's views on how to improve the scheduling and communication systems. The participation of the employees in this matter helped build up their team spirit and develop the adaptability of the whole staff (Altintas & Sullivan ,2017).
Earlier studies, like that of Kemp et al. (2022), have found that inflexibility is one of the main factors that push parents to stress and so quit using childcare services. The present study adds to that line of evidence by showing how the organisations, which make flexibility a core value, can have both happy families and happy staff as a result. In the end, flexibility is not only a logistical challenge response but a strategic enabler of the work-life balance that again leads to staff retention and parental involvement.
The case of Bright Horizons illustrates how employer-supported childcare can be a modern employment ecosystem that is human-centred, flexible, and thus, able to provide solutions for the employees as well as the families in the same way.
Communication between parents and staff was found to be the most crucial factor in the building and keeping of trust according to the research. The families were assured their worries were being heard and considered through constant updates by emails, online platforms, and face-to-face talks. This is in line with Kotter’s change principle of communication, where openness and kindness enable people to adjust to ambiguity (Makridis &Wu,2021)
The topic of trust portrays the emotional side of childcare decision-making, which has been neglected by handful earlier quantitative studies. Bright Horizons’ answer based on regular communication and visible safety measures confirms that trust building is not only about following rules but also a relational process which enhances the confidence of families and the resilience of the organisation (Eydal & Rostgaad,2011).
4.4 Employer Support and Communication:
The topic of Employer Support and Communication turned out to be one of the most prominent factors that affected parents' trust and staff morale in the post-pandemic recovery of Bright Horizons. The information that was collected pointed to the fact that the organisation’s, parents', and employees' open, consistent, and empathetic communication was a necessary condition in slowly but surely rebuilding relationships that had been weakened due to doubt and lack of clarity (Douglass,2019).
Parents throughout the study referred to Bright Horizons as “a partner rather than just a childcare provider” which was the case. They pointed out the importance of talking about policy changes, safety measures, and providing emotional support to parents. The use of regular newsletters, virtual meetings, and one-to-one check-ins were ways that were employed for keeping the parents informed and for keeping them involved in decision-making processes. One participant said that getting weekly updates “made me feel that the nursery really cared about how we were doing, not just about presence.” This kind of active engagement created a feeling of security and togetherness that was very much in line with Maslow’s need for belonging and esteem, which shows that emotional security and social connection are crucial to human wellbeing (Gaidhani ,2018).
At the same time, the staff said that the management communication was “open and honest” during this time especially when dealing with the issues of staffing, workload, and health protocols. Managers of nurseries were said to be supportive and encouraging, thus creating a place for employees to express concerns and share experiences through team reflections. The management this way was following Kotter’s Change Management Theory, especially the steps of communicating the vision for change and empowering employees to act on that vision. The encouragement of staff to partake in the introduction of new safety and scheduling procedures resulted in Bright Horizons not only enriching the operational efficiency but also boosting the morale and loyalty of their employees (Gatrell et al.,2023).
On the other hand, a future study (Goodall& Montgomery, 2023) found that lack of communication and employer element were the major causes of parental dissatisfaction during and after the COVID-19 period. The current results show that Bright Horizons has been aware of these issues in the sector and has chosen to overcome them by giving priority to the dialogue and the emotional transparency. Communication was not only an exchange of information but also a process of building relationships with the aim of keeping trust and minimising psychological pressure for both the families and the staff (Makridis &Wu,2021).
Empathy was also a huge factor in the data. Multiple interviewees remembered that even a little bit of kindness, like a personal follow-up or a thank-you note, “made a big difference” in their feeling of support. This kind of communication culture that puts the human being at its centre has become one of the main strengths of the employer-supported model of Bright Horizons, and it has helped both individuals and organisations to become more resilient (Makridis & Wu,2021).
To sum up, employer support and communication of high quality were key factors to stability restoration in the post-pandemic childcare area. The results show that when organisations open the lines of communication based on empathy and transparency, they produce places where both parents and staff feel appreciated, safe, and energised this is a vital move towards sustainable childcare and organisational success (Ali&Alharbi,2023).
4.5 Organisational Adaptation and Change:
Through data analysis, the final major theme was the Organisational Adaptation and Change. The evidence shows that Bright Horizons’ ability to change its operational structure and to provide good service during the tough times was the main reason for its success. Both the management and the staff called the organisation “highly responsive” and “open to change” particularly as regards to the government regulations, health protocols, and parental expectations (Kotter,1996).
Among the strategies done to stay strong, the managers mentioned using digital communication platforms for parents, cleaning procedures, and staffing schedules that were flexible. The staff said that the changes were coming step by step and were helped by proper communication from the top. This method is in line with Kotter’s Change Management Theory, particularly the points of creating short-term wins and anchoring new ways of working in the culture. By recognising small successes, and by being open throughout the change progress, Bright Horizons built trust between the management and the workers (London Economics,2024).
These modifications were also acknowledged by the parents as beneficial. A parent suggested that “compared to the pandemic everything felt more personal and calmer,” this statement highlighted that structural changes such as smaller classes and better communication not only made the environment safer but also more pleasant emotionally. The implications of this research are that the process of organisational adaptation is not merely a matter of coordination or policy but rather a cultural change where empathy and collaboration are the characteristics of the organisation (Cortis et al.,2021).
The results additionally claim that the company’s leadership was the major factor in keeping up the motivation and unity of the staff. Quite few workers pointed out that they were “heard and supported” by the management, which coincides with Maslow’s upper-level needs value and self-actualisation. Empowering the staff to take initiators and contribute with their ideas leads to their greater fulfilment and commitment to their roles. This human-centred leadership model supports a mutual relationship between individual benefits and corporate performance (Solvason,2025).
In contrast to earlier research that mainly examined the change (Kotter , 1996) in terms of financial or regulatory aspects, the current results reveal the emotional and relational dimensions of adaptation. Bright Horizons’ strategy was such that it combined practical flexibility with empathy allowing the most to not only survive the disruption but also to strengthen an organisation’s culture of care and inclusion.
To conclude, the topic of adaptation in the company illustrates how Bright Horizons have successfully managed to combine change-motivated and compassionate, people-focused management. The organisation’s strength is its ability to change the way it works without changing the core mission providing high-quality childcare that helps both working parents and the wellness of the employees. This example shows that the sustainable change in the childcare industry depends on empathy and communication just as much on the structure and efficiency (London Economics,2024).
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The research aimed to find the problems that the childcare sector had to deal with in the post-pandemic context, and particularly to analyse how one of the employer-supported providers, Bright Horizons Family Solutions, dealt with those problems. The central idea of looking at it as if the change in communication, facilitation, and flexibility would influence parental trust and the employees’ well-being, was what guided the study. Thus, by applying a qualitative case study method, the research has led to an in-depth understanding of the human and organisational dynamics of post-pandemic childcare (Coram Family &Childcare,2024-2025).
The results showed that pandemics have changed the expectations of parents and staff in a way that it will never be reversed. Among the factors involved were health-related fears, new patterns of hybrid work, and the emotional stress of uncertainty which drastically altered the interactions between families and providers. Bright Horizon’s response to these changes is an example of how the mix of open communication, flexible policies, and positive management can help build resilience and restore trust (Bright horizons ,2025).
A significant point of this research is that trust and emotional reassurance are the main aspects that sustain the childcare arrangement. Parents do not consider the childcare service just as a service anymore, but it is rather a safe and understanding partnership that they are in. Bright Horizons through the application of clear safety measures and active communication addressed Maslow’s safety and belonging needs and thereby solidified the emotional well-being of the family unit (Yurdakul & Arar,2023).
Another point coming out of the study is that flexibility has now matured into the hallmark of efficient childcare provision. The parents and staff saw the organisation’s flexibility in terms of scheduling, remote communication, and back-up care options as a big plus. These findings confirm that work-life balance is now a part of quality in childcare.
Bright Horizons proves that employer-childcare support can become a part of employee wellbeing bringing about advantages for both employers and families (Solvason,2025).
Communication and leadership are other significant conclusions. The research based on Kotter's Change Management Theory shows that communication which is transparent and empathetic paves the way for successful change in the organisation. When the management asks for cooperation and feedback, employees feel empowered, inspired, and emotionally supported these are the very factors that decide the quality of service and retention rates.
Moreover, the study reveals that organisational change entails not only adherence to regulations or restructuring but also fostering an atmosphere of empathy and teamwork (Kotter, 1996). 
Bright Horizons has shown that human-centred leadership is the most powerful force to change when the emotional needs of employees, not just operational efficiency, are valued.
The research brings to light the forgotten viewpoint of employer-supported childcare as the topic of choice has been often ignored in academic writings. Besides, previously conducted studies have mostly relied on the provision of public or community-based service, whereas this research brings to the forefront the private, employer-linked models, as they offer several advantages including being sustainable, flexible and even more supportive compared to in-house family care furthermore, they cater to modern working families (La Valle et al. ,2022).
In conclusion, the discovered clues support the idea that the future of childcare is going to be based on trust, flexibility, communication, and compassionate leadership. Along with these, children will receive the very best care, and parents will have smoother work–life balance, higher organisational resilience, and equality in terms of their working rights.
5.2 Recommendations:

The recommendations made here are based on the study’s findings and conclusions, which together suggest various measures for the improvement of the quality as well as the sustainability including the inclusiveness aspect of employer-supported childcare in the UK. Communication, flexibility, staff wellness, and policy development are the principal areas through which the suggestions are presented:
1. Strengthen two-way communication between providers and parents.
The study confirms that trust and reassurance are generated through the presence of an open and consistent dialogue. Thus, Bright Horizons and other similar providers should keep on giving priority to the establishment of communication channels that are mainly focused on transparency, amongst which are digital communication platforms, regular updates, and personalised feedback. Moreover, the establishment of the experiences and suggestions sharing opportunities for parents will contribute to the whole, already mentioned, partnership feeling that characterises the most effective childcare relationships (Ali &Alharbi,2023).
2. Expand flexible childcare models to match hybrid work patterns.
According to the research, flexibility is now a demand that comes with working families. Bright Horizons could investigate scheduling options diversification even more like part-day care, back-up care credits, or emergency drop-ins to be in line with the demand created by hybrid and remote cleaning. Policymakers should also make such flexible models more appealing through tax rebates and other ways of making them more affordable to parents as they will be supporting the employment of parents and lessening the gender inequality in the workforce (Altintas & Sulivan,2017).
3. Enhance staff wellbeing and recognition programmes.
There was a very close relationship between employee motivation and retention and the presence of the so-called ‘organisational empathy’ and ‘support’. Thus, management should set up a structured well-being program that will include the offering of encouraging sessions, setting up regular feedback sessions, and running a scheme that will honour individual contributions in the form of recognition. Taking care of the staff’s well-being will result in a more motivated workforce; therefore, the provision of high-quality care to families (Department for Education ,2024a,2024b,2024c).
4. Embed change management training for leadership teams.
The research revealed that the most successful organisational changes will always be those that are supported by leaders who are well-informed and kind. The managers could be provided with the skills to lead with great authority and confidence during the times of uncertainty through the training sessions based on the Change Management framework of Kotter. As a result, the transformations be it healthcare regulations or changes in the way centres run will be carried out uniformly and with the participation of and clear communication with all the centres (HR Review ,2025).
5. Foster continuous professional development (CPD) in emotional intelligence and communication.
The results showed that emotional bond and interpersonal communication are the key factors in the trust between the staff and the parents. Bright Horizons should double its commitment to continuous professional development by providing open workshops on emotional intelligence, empathy, and communication that includes everyone. Childcare professionals who often handle children’s emotional needs and parents’ expectations should have these skills. Staff training in this area would enable them to handle the sensitive situations with greater efficiency, reducing misunderstandings mistakes, and creating a more friendly environment. This, in turn, would lead to stronger families’ relationships and to the organisation’s overall prestige for quality and care (Latura,2020-2023).
6. Employers and childcare providers need to strengthen their cooperation more.
The research affirmatively pointed out that the employer-supported childcare had to upgrade through major business and provider cooperation. Apart from taking the role of active supporter by providing the goods such as subsidised access, nursery at workplace or the shared model of funding, the business will also be working hand in hand with the parents. Through this collaboration, parents will have more support, and businesses will be enhancing their employee loyalty and productivity, ultimately leading to the resilience of the business overall (OECD 2013,2023).
7. Highlight the social value of childcare.
Is the government and service providers should jointly carry out campaigns to educate the public about the childcare that is not only a private service but also a vital part of the national infrastructure. Public campaigns and employer engagement programs can help to change old stereotypes related to parenting responsibilities and ultimately lead to more fathers taking part in childcare decisions. This, in turn, would promote gender equality and healthier work-life balance in the society (London Econoics,2024).
8. Research opportunities of the future.
The one provider supported by the employer study conducted in-depth qualitative research, but if further practical study, it can be more extensive in terms of qualitative comparative case studies in different organisations or geographical areas. A mixed-methods approach consisting of interviews along with survey data could also be a way to check the long-term effects of flexible childcare models on family wellness and workforce participation.
5.3 Limitations and Future Research
Notwithstanding the fact that the current investigation has illuminated the challenges of employer-supported childcare in the post-pandemic period, it is still necessary to note various limitations. The research was, first confined to a particular case study of Bright Horizons Family Solutions in Southwest London thus, although it provided depth and context, the findings could not be generalised to other childcare providers or areas with different operational structures and policies (Workplace Wellbeing ,2025).
Secondly, the study was limited in terms of participant numbers mainly due to time constraints and ethical considerations. This qualitative method did result in rich and detailed perspectives but was perhaps not wide enough to be a correct representation of the entire experiences of parents and staff working in the sector. Moreover, the research was conducted over a brief period, which ruled out long-term follow-up. A longitudinal study might allow for a better understanding of how the elements of trust, flexibility, and organisational change transform throughout the years (Lincoln & Guba ,1985).
In addition to that, the focus of this research has been mainly on the views of parents and staff, while the perspectives of the higher-level decision-makers and policymakers have been left out which are probably the most important ones in understanding the systemic barriers and the opportunities for reform. Thus, future studies should conduct cross-organisational comparison analyses, investigate how technology can help flexible childcare delivery, and investigate the emotional impact of employer-supported childcare on parents and children overall (BERA,2018).
5.4 Final Summary:
This dissertation has scrutinised the challenges and adaptive strategies within the employer-supported childcare sector, with Bright Horizons Family Solutions as a case in point. By qualitative research, the study investigated the role of trust, flexibility, and effective communication in both parental confidence and organisational resilience. The results made it clear that empathetic leadership and open communication indeed are the key factors in keeping stability during difficult periods. In addition, the research has shown that the flexible childcare models not only help parents to have a good work-life balance but also promote employee's wellbeing and loyalty. Overall, this study has enriched the knowledge of how childcare providers can keep high-quality, family-centred care in a changing social and economic environment and, hence, has provided valuable insights for practitioners, employers, and future researchers.
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Finalising this dissertation has been among the most difficult but at the same time, the most beneficial experiences during my academic journey. Besides, it enabled me to buy the practical application of theoretical knowledge in an actual organisational context and to understand more profoundly the way research can affect professional practice. To this end, I have not only gained valuable insights about the childcare sector but also about me as a learner and future professional through this process.
In the beginning, the whole research process seemed exceedingly difficult to me. Coming up with a clear focus and knowing how to connect academic theory to practical problems in childcare were the difficulties of the entire process that needed persistence and critical thinking. Eventually, I got better in the use of analytical skills especially in the areas of literature reviewing and recognising relevant theories like the Maslow’s Hierarchy of Needs and Kotter’s Change Management Theory. These frameworks empowered me to interpret the data with more confidence and relate the participants’ experiences to the wider organisational dynamics.
The most important lesson that I got was the necessity of enjoyable time management and regularity. It was quite a task to juggle between university deadlines, work, and personal responsibilities. Became careful in my planning, small breakdown of big tasks into smaller steps, and strict even when the drive was low. This entire process has sharpened my organisational skills and made me more resilient in the face of professional challenges. The research also made me a better communicator. Interviews and analysing the responses of the participants demand empathy, active listening, and ethical consciousness. Came to know that the very essence of good research is not only in the information gathering but also in acknowledging and respecting the experiential and vocal part of the people involved. The process of applying for ethical approval allowed me to learn the ways to keep the anonymity of the subjects and how to be responsible in the handling of the sensitive issues that come up in the research process.
The other aspect of my personal development is critical reflection. Questioning my assumptions quite often and have thus learned to deal with the data in an unbiased manner during the dissertation process. Now quite sure of myself in case of supporting interpretations with the evidence stemming from the credible academic sources. This experience has made me be able to take professional decisions that are more informed and balanced.
The dissertation in its entirety has been a major boost to my self-esteem as a student who can learn independently and has taken my understanding of the relationship between theory and practice to a higher level. It has revealed the fact that effective childcare management is not only an operational matter but also requires communication, leadership, and empathy. The whole thus process together with my reflective practice has taught me that in the case of a professional world that is constantly changing, continuous learning and flexibility are the two essential qualities to have.
Given the circumstances, the completion of this project was a life-changing experience. Besides the academic and research skills improvement, it also contributed to my self-discipline, resilience, and responsibility. I now feel more ready to embrace future professional roles where these skills will be particularly useful: in leadership and management contexts where evidence-based decision making and emotional intelligence are the traits needed most. The reflective process has been a basis for my further identification of development areas toward my personal and professional growth. The Personal Development Plan below provides a summary of these areas.

PERSONAL DEVELOPMENT PLAN(PDP):
	DEVELOPMENT OBJECTIVES
	RESOURCES REQUIRED
	START DATE
	END DATE 
	REVIEW DATE

	Time management: getting better at planning my work and keeping a steady routine.
	Study skills workshop, digital planning tools.
	January 2026

	June 2026
	April2026

	CRITICAL RESERCH SKILLS: improving how I find, understand and use academic information.
	· Academic journals,
· Research method guides,
· Supervision feedback.
	January 2026
	July2026
	May 2026

	Academic writing:
Writing more clearly and in more organised way.
	Writing guides,
University writing support.
	January 2026
	June 2026
	April 2026

	Self Confidence:
Feeling more confident when making decision and sharing my ideas.
	Practice, reflective notes, guidance from supervisor.
	February 2026
	August 2026
	June

 2026

	Ethical awareness:
Better understanding how to work responsible, protect and respect people privacy.

	Ethics guidelines, university ethics support.
	January 2026
	July 2026
	May 2026
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APPLICATION FOR ETHICAL APPROVAL 


	RESEARCH STUDENTS 
This form is to be completed by the students within SIX months for full-time students and TWELVE months for part-time students, after the commencement of the research degree or following progression to Part Two of your course. 

Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk). 

This document is also available in Welsh. 


	RESEARCH STAFF ONLY 
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. 


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




For research to result in benefits and minimize 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: “creative 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, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects. 

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

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

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

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

SECTION A: About You (Principal Researcher) 
	1 
	Full Name: 
	Elena Ana Puiu 

	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: 
	
IICL 

	4 
	Campus: 
	
London  

	5 
	E-mail address: 
	
2232323@Student.UWTSD.ac.uk 

	6 
	Contact Telephone Number: 
	
07310975069 

	
	For students:
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	7 
	Student Number: 
	2232323 

	8 
	Program of Study: 
	BA(Hons)Leadership and Management Skills for the Workplace  

	9 
	Director of Studies/Supervisor: 
	Nishi Ramsurrun  





SECTION B: Approval of Research Activity 
	1 
	Has the research activity received approval in principle? 
(please check the Guidance Notes as to the proper approval process for various levels of research by distinct categories of individual) 
	YES 
	☒
	NO 
	☐

	
	
	Date 
	
	
	

	2 
	If yes, please show source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee 
	☐ 
	
	

	
	
	Institute Research Committee 
	☐ 
	
	

	
	
	Other (write in) 

	☒ 
	23.10.2025 
	



SECTION C: Internal and External Ethical Guidance Materials 
	
	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 any specific ethical guidance relating to the proposed methodology). Please 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 Code of Practice
	☒ 

	2 
	UWTSD Research Data Management Policy
	☒

	3 
	[List any other relevant documents here] 
	☐



SECTION D: External Collaborative Research Activity 
If there are external collaborators, then you should gain consent from the contact people to share their personal data with the university. If there are no external collaborators, then leave this section blank and continue to section E. 
	1 
	Institution 
	


	2 
	Contact person name 
	


	3 
	Contact person e-mail address. 

	

	4 
	Is your research externally funded? 
	YES
	☐ 
	NO
	☐ 

	5 
	Are you in receipt of a KESS scholarship? 
	YES
	☐ 
	NO
	☐ 

	6 
	Are you specifically employed to undertake this research in either paid or voluntary capacity? 
	Voluntary 
	YES 
	☐ 
	NO 
	☐ 

	7 
	
	Employed 
	YES 
	☐ 
	NO 
	☐ 

	8 
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)? 
	If YES, then the permission question below does not need to be answered. 
	YES 
	☐ 
	NO 
	☐ 
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	9 
	Has permission to undertake the research has been provided by the partner organization? 
	(If YES attach copy) 
If NO the application cannot continue 
	YES 
	☐ 
	NO 
	☐ 




Where research activity is conducted in collaboration with an external organization 
	10 
	Does this organization have its own ethics approval system? 
	YES 
	☐ 
	NO 
	☐ 

	
	
If yes, please attach a copy of any final approval (or interim approval) from the organization (this may be a copy of an email if proper). 

	
	
	
	



SECTION E: Details of Research Activity 
	1 
	Indicative title: 
	Child Care Challenges and Employer Solution  

	2 
	Proposed start date:
	

	6.10.2025 
	Proposed end date: 
	

	
	Introduction to Research (maximum 300 words per section) 
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below: 
· · Purpose of Research Activity 
· · Proposed Research Question 
· · Aims of Research Activity 
· · Aims of Research Activity 
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain 
· · What the research activity will add to the body of knowledge  
· · How it addresses an area of importance.
	

	· e. 

	3 
	Purpose of Research Activity 
This inquiry looks to investigate the reactions of employer-supported childcare services, especially Bright Horizons Family Solutions, to the post-COVID challenges experienced in the UK early years sector. The research intends to understand the ways in which the organization’s strategies take care of the matters of trust, workforce shortage, and financial sustainability. Besides, this study will highlight the role of employer-sponsored childcare in family welfare and workforce participation which in turn will relate the organizational responses to a broader social and economic recovery in the post-COVID scenario. 


(this box should expand as you type)
	)

	4 
	Research Question 
The primary inquiry this research is trying to solve is as follows: 
In what ways have Bright Horizons Family Solutions reacted to and dealt with the challenges caused by the COVID-19 pandemic in the childcare sector, and how far have these strategies taken along parental trust, flexibility, and well-being of workforce? 
The following sub-questions are supporting: 
1: Which major post-pandemic challenges have affected childcare providers in the UK? 
2: What strategies have been adopted in terms of organizational and communication aspects? 
3: What are the effects of these strategies on parents' feelings and the sustainability of the service overall? 


(this box should expand as you type)
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	Aims of Research Activity 
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	The purpose of this study is to examine the measures taken by Bright Horizons Family Solutions in overcoming post-pandemic difficulties in the UK's childcare sector. It will decide the extent to which employer-supported childcare models can improve the resilience of the organizations, the trust of the parents, and the participation of the workforce. The research will furthermore relate theoretical frameworks namely Maslow’s Hierarchy of Needs and Kotter’s Change Management Theory to actual practices, thus revealing how companies can play a part in making children's care economical and family-friendly health-wise over time. 

(this box should expand as you type)

	6 
	Objectives of Research Activity 

· · To point out the main operational and labor problems for childcare providers in the UK after coronavirus pandemic. 
· · To scrutinize the changes made by Bright Horizons in its strategies to follow the parents' demands for safety, flexibility, and trust. 
· · To evaluate the impact of employer-supported childcare on the wellbeing of the workforce and the family balance. 
· · To give recommendations based on evidence for the UK childcare sector in terms of sustainability, accessibility, and quality. 

(this box should expand as you type)

	
	Proposed methods (maximum 600 words) 
Provide a summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are considered proper later, added ethical approval for those methods will be needed. You do not need to justify the methods here but should instead describe how you intend to collect the data necessary for you to complete your project. 

	7 
	This investigation will use a qualitative case study method, taking the company Bright Horizons Family Solutions as an example of the best employer-supported childcare provider in the United Kingdom. The case study design offers an opportunity for a comprehensive understanding of the organizational practices, parental views, and the role of employer-supported childcare in supporting workforce participation. 

A collection of data will be done through semi-structured interviews and document analysis. About 8-10 people will be interviewed including nursery managers, childcare practitioners, and parents using the bright horizons' services. The selection of participants will be made through purposive sampling so that the respondents have experience related to childcare problems during and after the pandemic. The duration of interviews will be 30 to 45 minutes, and the mode 

	The interviews will be guided by a flexible topic covering areas such as organizational adaptability, communication, parental trust, flexibility, and employer involvement. With permission, the interviews will be recorded and then transcribed word for word. Thematic analysis of data will be done using Braun and Clarke’s (2006) six-step method which will allow the patterns and themes to surface gradually through participant’s responses. 
The research will also include a secondary analysis of the publicly available Bright Horizons materials through which a document analysis would be undertaken. This will cover items such as annual reports, company statements, and the relevant government publications like the Childcare and Early Years Survey of Parents (DfE, 2024). The findings would be strengthened by triangulation thus, enhancing their credibility and depth. 
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	Location of research activity 
Find all locations where research activity will take place. 

	8 
	




	The research will take place in Southwest London, United Kingdom, within selected Bright Horizons Family Solutions childcare centers where official access for in-person data collection has been granted. Semi-structured interviews will therefore be conducted both face-to-face and online via Microsoft Teams or Zoom, depending on participant preference and scheduling. All in-person sessions will occur in designated meeting spaces within the centers to ensure privacy and safety. Data analysis and document review will be completed remotely, following the University’s ethical standards and data protection policies for secure handling and confidentiality.

	
	Research activity outside of the UK. 
If research activity takes place overseas, you are responsible for ensuring that local ethical considerations are followed and that the relevant permissions are looked for. 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 needed). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do research, then please say this. 

	9 
	

N/A 
(this box should expand as you type)

	10 
	Use of documentation is not in the public domain: Are any documents Not publicly available? 

	NO 
	☒ 

	
	
	YES 
	☐ 

	11 
	If yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales. 



(this box should expand as you type)
	
	



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015? 
	
YES 
	
NO 

	12 
	A prosperous Wales 
	☐ 
	☒ 

	13 
	A resilient Wales 
	☐ 
	☒ 

	14 
	A healthier Wales 
	☐ 
	☒ 

	15 
	A more equal Wales 
	☐ 
	☒ 

	16 
	A Wales of cohesive communities 
	☐ 
	☒ 

	17 
	A Wales of vibrant culture and thriving Welsh language 
	☐ 
	☒ 

	18 
	A globally responsible Wales 
	☐ 
	☒ 

	19 
	If YES to any of the above, please give details: 
	
	

	
	


(this box should expand as you type)
	
	


SECTION F: Scope of Research Activity 
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	Will the research activity include: 
	YES 
	NO 

	1 
	Use of a questionnaire or similar research instrument? 
	X 
	☐ 

	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 show the type of data collection method(s) below. 
	☐ 
	☒ 

	
	Details of any other primary data collection method: 



(this box should expand as you type) 
	
	


If NO to every question, then the research activity is (ethically) minimal risk and may be exempt from some of the following sections (please refer to Guidance Notes). 

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants 
If there are no participants then do not complete this section, but go directly to section H. 

	
	Who are the intended participants: 
	
YES 
	
NO 

	1 
	Students or staff at the University? 
	☐ 
	☒ 

	2 
	Adults (over the age of 18 and competent to give consent)? 
	☒ 
	☐ 

	3 
	Vulnerable adults? 
	☐ 
	☒ 

	4 
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be needed) 
	☐ 
	☒ 

	5 
	Prisoners? 
	☐ 
	☒ 
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	6 
	Young offenders? 
	☐ 
	☒ 

	7 
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper. 
	☐ 
	☒ 

	8 
	People engaged in illegal activities. 
	☐ 
	☒ 

	9 
	Others. Please show the participants below, and specifically any group who may be unable to give consent. 

	☐ 
	☒ 

	
	Details of any other participant groups: 



(this box should expand as you type)
	
	

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

	10 
	How many participants are expected? 

	

10 
(this box should expand as you type)

	11 
	Who will the participants be? 

	Staff members, Management Team, and Customers who use Bright Horizons. 
(this box should expand as you type) 

	12 
	How will you find the participants? 
	

Who is directly involved in the workplace, both managers and team members. 
(this box should expand as you type)




	
	Information for participants: 
	
YES 
	NO 
	
N/A 

	13 
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect? 
	☒ 
	☐ 
	☐ 

	14 
	Will you tell participants that their participation is voluntary? 
	☒ 
	☐ 
	☐ 

	15 
	Will you obtain written consent for participation? 
	☒ 
	☐ 
	☐ 

	16 
	Will you explain to participants that refusal to take part in the research will not affect their treatment or education (if relevant)? 
	☒ 
	☐ 
	☐ 

	17 
	If the research is observational, will you ask participants for their consent to being seen? 
	☐ 
	☐ 
	☒ 

	18 
	Will you tell participants that they may withdraw from the research at any time and for any reason? 
	☒ 
	☐ 
	☐ 

	19 
	With questionnaires, will you give participants the choice of omitting questions they do not want to answer? 
	☒ 
	☐ 
	☐ 

	20 
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs? 
	☒ 
	☐ 
	☐ 

	21 
	Will you debrief participants at the end of their participation, in a way proper to the type of research undertaken? 
	☒ 
	☐ 
	☐ 

	22 
	If NO to any of above questions, please give an explanation  
	
	
	

	
	


(this box should expand as you type)
	
	
	

	Information for participants: 
	
YES 
	NO 
	
N/A 
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	24 
	Will participants be paid? 
	☐ 
	☒ 
	☐ 

	25 
	Is specialist electrical or other equipment to be used with participants? 
	☐ 
	☒ 
	☐ 

	26 
	Are there any financial or other interests to the investigator or University arising from this study? 
	☐ 
	☒ 
	☐ 

	27 
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims? 
	☐ 
	☒ 

	☐ 

	28 
	If YES to any question, please provide full details  
	
	
	

	
	


(this box should expand as you type)
	
	
	



SECTION H: Expected Risks 

	
	Outline any expected 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 
	☐ 

	2 
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organizational information
	
	

	
	Risk to participants: 
· · Uncomfortable and shameful 
· · Stress, anxiety because of questions and interventions. 


(this box should expand as you type)
	How you will mitigate the risk to participants: 

· · Minimize risk 
· · Obtained informed consent  
· · Ensure confidentiality  
· · Allow participants to skip questions  

(this box should expand as you type)
	

	3 
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) 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 illegal is discovered during a project, it may need to be shown to the proper authorities
	
	

	
	
N/A 

(this box should expand as you type)
	
	

	4 
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest 
	
	

	
	Risk to the investigator: 

· · Reputational Risk  
· · Los of research privileges 

(this box should expand as you type)
	How you will mitigate the risk to the investigator: 

· · Clear communication 
· · Use data protection measures  

(this box should expand as you type)
	

	5 
	University/institutional risks
For example: adverse publicity, economic loss, data protection 
	
	

	
	Risk to the University: 
· · Reputational damage  
	How you will mitigate the risk to the Univers
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(this box should expand as you type)
	Obtains ethical approval to safeguard universities credibility. 


(this box should expand as you type)

	6 
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems 
	

	
	Risk to the environment: 

N/A 

(this box should expand as you type)
	How you will mitigate the risk to environment: 

N/A 

(this box should expand as you type)



	
	Disclosure and Barring Service 

	
	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 


	7 
	Does your research require you to hold a current DBS Certificate? 
	☐ 
	☒ 
	☐ 

	8 
	If YES, please give me 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 proper certificate number. 
	
	
	



SECTION I: Feedback, Consent and Confidentiality 

	1 
	Feedback
What de-briefings and feedback will be provided to participants, how will this be done and when? 

	
	
Participants will receive feedback face to face after the interview session explaining to them how their participation helps to achieve the research goal. 

(this box should expand as you type)

	2 
	Informed consent
Describe the arrangements to inform potential participants before providing consent, of what takes part in taking part. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded following prevailing data protection legislation. 

	
	
Before the interview the participants will be provided the information about the interview, the purpose of the research and their aims, how the data will be used and confidentially, any potential risks and discomfort. 

(this box should expand as you type)

	3 
	Confidentiality / Anonymity 
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
All the data obtained will be used under anonymous sources. 

(this box should expand as you type)


SECTION J: Data Protection and Storage 

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)? 
	YES 
	NO 
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	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, by reference to an identifier such as a name, 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 are personal data.
	☐ 
	X 

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

	2 
	


(this box should expand as you type)
	
	

	
	Does it involve special category data (as defined by the GDPR)? 
	YES 
	NO 

	3 
	“Special category data” means sensitive personal data consisting of information as to the data subjects –
(a) racial or ethnic origin,
(b) political opinions,
(c) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes), 
	☐ 
	X 

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

	4 
	


(this box should expand as you type)
	
	



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

	5 
	Manual files (i.e., in paper form)? 
	☒ 
	☐ 

	6 
	University computers? 
	☒ 
	☐ 

	7 
	Private company computers? 
	☐ 
	☒ 

	8 
	Home or other personal computers? 
	☒ 
	☐ 

	9 
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks? 
	☒ 
	☐ 

	10 
	“Cloud” storage or websites? 
	☒ 
	☐ 

	11 
	Other – specify: 

	☐ 
	☒ 

	12 
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymization and pseudonymization:
	
	

	
	

(this box should expand as you type)
	
	



	
	Data Protection 

	
	Will the research activity involve any of the following activities:
	YES 
	NO 

	13 
	Electronic transfer of data in any form? 
	☒ 
	☐ 
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	14 
	Sharing data with others at the University outside of the immediate research team? 
	☐ 
	☒ 

	15 
	Sharing data with other organizations? 
	☐ 
	☒ 

	16 
	Export of data outside the UK or importing of data from outside the UK? 
	☐ 
	☒ 

	17 
	Use of personal addresses, postcodes, faxes, emails or telephone numbers? 
	☐ 
	☒ 

	18 
	Publication of data that might allow identification of individuals. 
	☐ 
	☒ 

	19 
	Use of data management system? 
	☐ 
	☒ 

	20 
	Data archiving?
	☐ 
	☒ 

	21 
	If YES to any question, please provide full details, explaining how this will be conducted by the GDPR and Data Protection Act (2018) (and any international equivalents, where proper): 
	
	

	
	

Electronic transfer of data: The data collected with be shared only with individuals who are directly involved in research process. 
(this box should expand as you type)
	
	

	22 
	List all who will have access to the data generated by the research activity: 
	
	

	
	
Research and Supervisor  

(this box should expand as you type)
	
	

	23 
	List of who will have control of, and function as custodian(s) for, data generated by the research activity: 
	
	

	
	
The researcher  

(this box should expand as you type)
	
	

	24 
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long it takes, and in what form. Will data be archived – if so how and if not why. 
	
	

	
	
The data will be stored on One Drive, and the Researcher will be the only person who have access on accessing it and can use it. 

(this box should expand as you type)
	
	

	25 
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so, please explain. (Most relevant to academic staff)  
	
	

	
	
No 

(this box should expand as you type)
	
	

	26 
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/) 
	YES 
	☒ 

	27 
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding 
	YES 
	☒ 


SECTION K: Declaration 
	
	The information which I have provided is correct and complete to the best of my knowledge. I have tried to find 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 Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/

	1 
	Signature of applicant:
	Elena Ana Puiu 
	Date: 




For STUDENT Submissions: 
	2 
	Director of Studies/Supervisor: 
	Nishi Ramsurrun  
	Date:25.10.2025

	3 
	Signature: 
	NRamsurrun  

	



For STAFF Submissions: 
	4 
	Academic Director/ Assistant Dean: 
	
	Date:

	5 
	Signature: 
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation: 
	☒ 
	I have read the guidance notes supplied before completing the form. 

	☒ 
	I have completed ALL RELEVANT sections of the form in full. 

	☒ 
	I confirm that the research activity has received approval in principle 

	☐ 
	I have attached a copy of final/interim approval from external organization (where proper) 

	☐ 
	I have attached a full risk assessment (where proper) ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

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

	☒ 
	I understand that before beginning data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director. 



	RESEARCH STUDENTS ONLY 
Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk). 


	RESEARCH STAFF ONLY 
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. 


	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should give this form (and receive the outcome) via systems explained to you by the supervisor/module leader.
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University of Wales Trinity Saint David
UWTSD London Campus
1 Westferry Circus, London E14 4HA

To:
Nursery Manager
Bright Horizons Family Solutions

Southwest London
Subject: Request for Permission to Conduct Research (Dissertation)

Dear Nursery Manager,
My name is Elena Ana Puiu, an undergraduate student at UWTSD London (University of

Wales Trinity Saint David). I am writing to request permission to conduct research
at Bright Horizons Family Solutions, Southwest London, as part of my dissertation titled

“Childcare Challenges and Employer Solutions in the Post-Pandemic Environment.”
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The research aim,
and the role of
workforce partic

hildcare challenges

S 10 explore organisational responses to post-COVID ¢ and supporting

,np]“yeﬁsupported childcare in rebuilding parental trust
1pation,

I respectfully Tequest permission to:

° Teview publicly available organisational documents and reports; itted; and
observe general (non-intrusive) organisational practices on-site if perm S ;-,anicipale
. clonducl brief, Vvoluntary semi-structured interviews with staff who agree

(interviews can also be arranged online if preferred).

4 ion used in
Pleas‘e note that all participation will be voluntary and anonymous. Any leom?[f:tails and
the dissertation wil] be fully anonymised: no staff or parent names, no childregi d sec,urely
10 specific staff identifiers will be published. Any recordings or notes will be store:

and permanently deleted once the dissertation has been marked, in line with UWTSD and
BERA ethical guidelines.

If you are willing to grant permission, please sign in the space provided below and return a
scanned

COPY to my email address: 2232323 @student.uwtsd.ac.uk. I can also provide a copy
of the University ethics approval and the participant information sheet on request.

Thank you very much for

considering this request. Your support would greatly strengthen the
quality and reley:

ance of my research.
Yours sincerely,
Elena Ana Puiu
BA (Hons) Leadership and Management
UWTSD London
Email: 2232323 @student.uwtsd.ac.uk

Authorisation / Signature

Signed: Nursery Manager, Bright Horizons Family Solutions

Name / Role: Nursery Manager, Bright Horizons Family Solutions

Organisation: Bright Horizons, Southwest London
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CHANARY WHARTF,

APPROVAL LETTER

Project Title: CHILDCARE CHALLENGES AND EMPLOYER SOLUTIONS
Researcher Name: ELENA ANA PUIU (2232323)

1 | confirm that | have read and understand the information sheet for the above study. |
have had the opportunity to consider the information, ask questions and have had
these answered satisfactorily.

2 | understand that my participation is voluntary and that | am free to withdraw at any
time, without giving any reason

S | understand that any information given by me may be used in future reports, articles or
presentations by the research team.

4 | understand that my name will not appear in any reports, articles or presentations.

/ 5 | agree to take part in the above study.

Name of Participant: Bright Horizons Nursery
Manager

SIGNATURE: Bright Horizons Nursery
Manager
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Researcher. SIGNATURE: Elena Ana Puiu

ou decide 1o remain anonymous. 1
ur identity There will no be any audio tapes
dential .No one will see or hear any audio

You may decline to participate in this study. You may end your participation in this study at any time. If y
maintaining your anonymity will be a priority and every practical precaution will be taken to desguise yo!
or transcripts of this or any interviews. All materials generated from this or any interview will remain conf
tapes or transcript without your prior consent

|NAME AND ADRESS OF RESERCHER :
|1wesTFERY CIRCUS, LONDON
|CANARY WHARTF, E14 4 HA

folondon @uwts

nstudentservice@uwtsd.acul
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Appendix A — Interview Transcripts (Reconstructed summary)

n the themes and

i ries based Ol
interview summal A Mo,

icipants remain anonym

This appendix contains reconstructed
d format, reflecting natural

discussions shared during the research process. All pa.rt
interviews below are written in a longer and more detaile
conversation while maintaining confidentiality.

Interview 1

Q: What were the main childcare challenges you faced after the pandemic?

A: The biggest challenge was the uncertainty. | didn’t know from one wefek to another if
the nursery would have enough staff or if safety rules would change ggam. .Il mavl:ie
planning very stressful, especially when trying to balance work deadlines with childcare
availability.

Q: How did Bright Horizons support you during this period?

A: They were very consistent with communication. We received regular updates about
safety rules, changes in routines, and staffing. Even small messages helped me feel more
confident that they were staying on top of things and really understood how stressful the
situation was for parents.

Q: Did flexible childcare options impact your work-life balance?

A: Yes, flexibility made a huge difference. | work hybrid now, so having the option to adjust
my child’s schedule without being judged or stressed really helped me balance everything

better.
Q: How would you describe your overall trust in the organisation?

A: My trust increased because they communicated clearly, listened to parents, and
showed they were taking safety and emotional support seriously. That made the

environment feel stable again.

Interview 2
Q: What were the main childcare challenges you faced after the pandemic?

A: The biggest challenge was the uncertainty. | didn't know from one week to another if
the nursery would have enough staff or if safety rules would change again. It made
planning very stressful, especially when trying to balance work deadlines with childcare

availability.
Q: How did Bright Horizons support you during this period?

A: They were very consistent with communication. We received regular updates about
safety rules, changes in routines, and staffing. Even small messages helped me feel more
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Interview 4
Q: What were the main childcare challenges you faced after the pandemic?
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