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[bookmark: _Toc224572747]1. Introduction
The presence of multinational hotel chains that operate in a large and diverse cultural environment is emerging as a hallmark of the hospitality industry across the globe. This creates serious cross-cultural leadership challenges in the UK where managers have to deal with multi-cultural workforces effectively without loss of communication, coordination and leadership within the complicated organisational environments.
[bookmark: _Toc224572748]1.1 Background 
Hotels are now more culturally complicated because they rely on international mobile labour force and are serving more culturally diverse markets of their guests. The general concept of diversification, which Skordoulis et al. (2024) present as a strategic opportunity, is the fact that multicultural management can lead to greater creativity, teamwork, and quality services. Comparatively, Nazarian et al. (2024) demonstrate that diversity in itself is not a more promising outcome, but at the same time leadership might be effective in case it aligns with the cultural expectations of the employees, which implies that the international expansion does not always produce positive benefits.
The cross-cultural leadership sphere is not merely connected to the staff management; it also assumes the perception of different values, communication patterns, and expectations of the authority. Del Pilar Arjona-Granados et al. (2025) mention cultural intelligence, empathy, and responsive communication as the greatest requirements in the tourism context, whereas Nazarian et al. (2024) pay more attention to the development of trust because of an appropriate approach to leadership. All these works point to the fact that both competence and trust are interconnected: the presence of cultural knowledge may help to interact, whereas leadership legitimacy is a consequence of how the workers assess managerial behaviour depending on their culture.
The issue is especially relevant to the UK hospitality sector, in which the multinational hotel chains deal with culturally diverse workforce and frequently experience intercultural interaction. Although it is mentioned that training, and inclusive policy may help in reducing the conflict, as Del Pilar Arjona-Granados et al. (2025) indicate, the difficulty of communicating between the staff results in the development of conflicts because of the absence of the culture. 
[bookmark: _Toc224572749]1.2 Research Rationale 
The importance of cross-cultural leadership is already determined, and its operation in the hospitality industry remains not outlined adequately. As Sakinci and Ergun (2024) note, cultural intelligence is a significant aspect of the performance of leaders in the hotel industry, so that multicultural environments will reward culturally intelligent leaders. Nevertheless, Usman et al. (2025) do not care about inner capacity but about the outer implications and demonstrate that the outcomes of the services can be decided by the leadership of multinational hotels too depending on the ethical judgment and the sensitivity to the stakeholders. 
This is significant to the hotel chains in the UK because the employees and customers who have multicultural background would likely lead to misunderstanding whereas service quality depends on cohesion, trust, and consistency in management. The study is therefore regarded as useful in that it expresses how cross-cultural issues in leadership affect leadership performance within multinational hotels chains in the UK.
[bookmark: _Toc224572750]1.3 Research Aim and Objectives 
Aim
To examine the cross-cultural leadership challenges faced by managers in multinational hotel chains operating in the UK and their implications for leadership effectiveness.
Objectives
· To identify the main cross-cultural leadership challenges faced by managers in multinational hotel chains operating in the UK.
· To analyse how cultural differences influence leadership practices, communication, and employee management in multinational hotel chains in the UK.
· To evaluate how cross-cultural leadership challenges affect leadership effectiveness in multinational hotel chains operating in the UK.
[bookmark: _Toc224572751]1.4 Research Questions 
1. What are the main cross-cultural leadership challenges faced by managers in multinational hotel chains operating in the UK?
2. How do cultural differences influence leadership practices, communication, and employee management in multinational hotel chains in the UK?
3. To what extent do cross-cultural leadership challenges affect leadership effectiveness in multinational hotel chains operating in the UK?
[bookmark: _Toc224572752]
2 Literature Review 
The literature review referring to the initial three research goals serves to explore the issues of cross-cultural leadership in the multinational hotel chains regarding the leadership challenges, management practices in the cross-cultural context, and the implications of the leadership effectiveness. The concept of leadership as described by Zhang et al. (2025) is a developing and disjointed field of study in need of a more articulated theoretical focus, indicating that this review will have to shift beyond description to a more systematic debate. Conversely, Marlina et al. (2024) stress on cultural interaction and tolerance, which presupposes that the role of leadership in the hospitality sector is both organisational and relational. 
[bookmark: _Toc224572753]2.1 Cross-Cultural Leadership Challenges in Multinational Hotel Chains 
The problem of cross cultural leadership occurs when managers have to balance different values of culture, culture based communication standards and expectations of authority in a single work place. Shouket (2024) presents this as an inherent characteristic of international business, implying that cultural difference is both inevitable and significant. Nevertheless, Ouyang et al. (2025) demonstrate that this difference can be operationally challenging when the power distance and individualism determine the way people perceive the hierarchy, participation, and responsibility. This is significant in multinational hotels chains since service delivery is based on quick coordination, but culturally diverse teams might have varied assumptions on obedience, initiative, or acceptable behaviour.
The most challenging one seems to be communication since leadership is performed through daily feedback, teaching, and elucidation. According to Gumah et al. (2021), leadership styles can make employees more confident when they think that the feedback is useful, which means that ineffective communication undermines leadership. Jeremy (2023) also makes a similar assertion by stating that multicultural workers expect culturally sensitive and culturally aware management, which suggests that generic managerial consistency is not effective in diverse settings. Conversely, Armada and Armada (2023) suggest that an exposure to the international hospitality setting has the potential to create adaptability, suggesting that cultural diversity can bring about learning and not just conflict. However, this advantage appears to be conditional, as adaptation does not need just contact, it needs organisational support.
The disparity in authority is a more difficult obstacle compared to mere language barriers. According to Ouyang et al. (2025), the centralised leadership is normalised by the high power distance culture, whereas the lower power distance environment is oriented to the participation and openness. This conflict may cause confusion in the speed of decision-making, employee voice and fairness of supervision in the operations in a hotel. It is suggested that adaptive strategies are necessary, however, it is made more convincingly by Gumah et al. (2021), who demonstrate that the effectiveness of leadership is related to the manner the managers provide feedback within cross-cultural settings. In general, cross-cultural issues in multinational hotel chains are both familiar and important since they influence communication, fairness, and coordination at the location where employee contact would directly influence the quality of services.
[bookmark: _Toc224572754]2.2 Cultural Differences, Leadership Practices, Communication, and Employee Management 
The practice of leadership is transformed by cultural differences that affect the type of leadership employees consider as effective, the aspects of relationships and services behaviour that is considered appropriate in the hotel environment. Culture according to Koc and Ayyildiz (2021) permeates tourism activities in general, suggesting that standardisation of leadership in multinational hotels is impossible without compromising service alignment. Yuan et al. (2023) however provide context to this argument by showing that cultural intelligence enhances employee voice in terms of self-efficacy and points to why adapting is also operationally necessary. This is important to managers of the hotel frontline as the frontline service is based on the staff readiness to communicate their service issues; the, the lack of cultural sensitivity in the leadership may result in the suppression of feedback and breakdown of coordination.
Culture also defines communication practices since the meaning is not conveyed in the same manner to various employees and guests. As demonstrated by Chen et al. (2023), the high-context and low-context societies convey the evaluations in different ways, which means that the same service experience can be perceived in terms of various communicative conventions. Jin (2023) goes further with more optimistic approach as he believes through digital and social interaction tools, the intercultural communication skills can be enhanced. Nevertheless, this optimism is confined in the fact that expression can be enhanced by communication training, but the underlying cultural norms of directness, politeness, and disagreement are not fully solved to this extent. This implies that leaders in multinational hotel chain should perceive silence, criticism, and feedback with a lot of care instead of assuming that a single communication style is considered universal professionalism.
The management of employees is contingent too due to cultural differences since motivation, fairness, and performance expectations among individuals and markets differ. Vilkaite-Vaitone (2025) determines that cultural orientations affect tourists perceptions of the value of accommodation, which implies that the managers should incorporate employee behaviour with the expectations of the culturally diverse guests. This is supported by Wąsowicz-Zaborek (2024), who demonstrates that national culture also affects hotel service judgments, implying that the staff relationships of the staff are not the only factors influencing the judgment of the customer. Although Koc and Ayyildiz (2021) suggest that delivering in a culturally-specific manner improves the effectiveness of the service, Yuan et al. (2023) state that this involves leaders capable of providing their culturally varied employees with psychologically safe environments. All in all, cultural differences are not merely background traits in multinational hotels, they directly influence the leadership style, patterns of communication and choices on employees in the day-to-day activities.
[bookmark: _Toc224572755]2.3 Cross-Cultural Leadership Challenges and Leadership Effectiveness 
The capability to earn trust, organise multicultural employees, and preserve the quality of services in the conditions of inter-personal communication can be considered as leadership efficiency in multinational hotels. As demonstrated by Tsai and Qiao (2023), observed leadership behaviour is more effective when employees have culturally formed expectations of that behaviour, implying that credibility of leaders lies in the fit of behaviour and not authority. This observation is very applicable to hotel chains in the UK, where the managers are mostly in charge of multicultural teams whose assumptions regarding support, control, and participation could be at diametric extremes.
The ineffective leadership occurs due to cross-cultural aspects in case the leaders misunderstand such expectations and generate discontent instead of satisfaction. Chulkstan (2024) claims that culture influences leadership preferences, meaning that one leadership style can be viewed as just by one employee and domineering or weak by another. Melnikava (2023) makes the same conclusion when he examines multilingual service teams, but is more focused on linguistic inclusivity, which means that communication will become one of the primary leadership resources. This is a continuation of the argument that proves the problem to not be confined to cultural differences but also to language., which is particularly relevant in the hospitality industry where fast, clear communication is key to the service.
These difficulties have a direct impact on the trust of employees and group integration. In their article, Zaghmout et al. (2024) argue that ethical leadership boosts morale and the experience of the guest by being inclusive and culturally sensitive, which suggests that fairness would positively affect internal and external results. Yet, as their results also point to, ethical intention is not enough when leaders are not able to strike a balance between their local values and the global demands concerning service. This means that in as far as multinational hotel chains in the UK are concerned, leaders should be furnished with skills that will allow culturally diverse work forces to apply their ethical principles into everyday management.
These are not uniformly negative, hence the consequences are conditional. According to Altassan (2025), the process of reinforcing values within the organisational systems enables leadership to be more effective since without the support of practices, the vision is typically considered unrealistic. The same idea is made by Tabaghdehi et al. (2026), who believe that engagement and innovation are being influenced by transparency and accountability, which means that ethical leadership becomes effective when it is executed at the structural level rather than rhetorically. This point of view somewhat criticizes Tsai and Qiao (2023), as behavioural fit might enhance satisfaction, but long-term performance seems to demand broader organisational influence.
Overall, lack of cross-cultural complexity weakens performance of leaders in multinational hotel chains but inclusion of behavioural fit, linguistic inclusivity, and ethical management strategies increase it. The literature indicates thus that there is no generic managerial competence of hotel leadership; the skill is how well the leader can intelligently respond to cultural difference without losing trust, coordination and service consistency.
[bookmark: _Toc224572756]2.4 Theoretical Framework
The first set of prisms that can be used is that of Hofstede Cultural Dimensions since they explain the occurrence of cross-cultural leadership problems within multinational hotel chains. Lee (2025) demonstrates that cultural values systematically shape how individuals perceive and communicate service experiences, a fact that suggests that leadership issues in a hotel are not merely interpersonal misfortunes but rather are culturally systematized differences in expectations, communication, and judgment. Nevertheless, when applied individually, Lee (2025) also criticizes the application of static cultural explanation as he argues that culture does not work in a mechanical way in all situations. This is significant to the current research because UK multinational hotels entail diverse teams, service environments, and managerial encounters Therefore, cultural difference should be perceived not as a predetermined condition but as a contingent one.
Cultural Intelligence is a better complementary lens since it is a way of how leaders can react to those differences. According to Jiony et al. (2021), cultural intelligence enhances the quality of services provided by employees by increasing their cultural adaptability in terms of behaviour and cognition, therefore, the leadership effectiveness is partly based on the adaptability of behaviour and cognition. However, their conclusions are also less general than comprehensive, as not every dimension of cultural intelligence had similar effects. This implies that abstract awareness cannot enhance leadership effectiveness in multicultural hotels, but culturally responsive action should define communication and a daily management practice.
These theories are combined, which makes them suitable to the study. The framework provided by Hofstede describes why conflicts of power, communication and expectations occur, whereas the Cultural Intelligence describes why some managers address these issues better than others. This mixture is thus appropriate to examine cross cultural leadership issues in multinational hotel chain operating in the UK and also to assess how these issues affect leadership efficiencies.
[bookmark: _Toc224572757]2.5 Literature Gap
Though the concept of cross cultural leadership is extensively known in the field of management research, the literature available on the topic lacks sufficient explanation of how the concept applies to multinational hotel chains in the UK. As exhibited by Tirmizi and Tirmizi (2020), leadership is more relevant to different cultures and work areas, which is beneficial in proving that leadership cannot be considered a universally effective instrument. Nevertheless, their emphasis on servant leadership in wide industries deprives challenge issues of managers of level operations, particularly in the hotel field where day to day coordination, stress on service, and multicultural communication are a continual reality. Fisher (2021) gets a bit closer to this problem by demonstrating that the effectiveness of leadership varies in response to cultural norms of communication, trust, and decision-making. However, that evidence is based on education contexts and therefore it is not conclusive but indicative of its applicability in the hotel business.
Paiuc et al. (2024) expand the argument by suggesting that strategic and cultural intelligence is the key to the leadership in complex settings to make sense of uncertainty and take effective actions. This is one of the reasons why cross-cultural leadership is worth studying as a skill, rather than a social orientation. Nevertheless, their analysis is conceptual and business-wide and provides minimal information on the practice of experiencing such challenges by hotel managers. Thus, the existing literature provides the explanation of the cultural difference in leadership and recognizes the complexity of contexts, yet it does not fully provide the answers to how cross-cultural leadership issues impact the effectiveness of leadership in the context of multinational hotel chains in the UK. The given study addresses that gap by turning directly to the leadership issues at manager level within a hospitality-based setting with an evident academic and practical importance.
[bookmark: _Toc224572758]
3. Proposed Methodology
The chapter will describe the methodological decisions that will be used in the study. It will warrant an interpretivist research philosophy, inductive research method, a secondary qualitative cross-sectional design, the use of documentary data collection, and the thematic analysis. 
Figure 3.1
Research Onion Model
[image: ]
Adopted from (Mbedzi et al., 2021)
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The research philosophy that will be embraced in this study is the interpretivist one. The interpretivism will be suitable as it will consider social reality to be based on the experience of people, their sense, communication, and cultural background, instead of being something objective and stable and measurable (Pervin and Mokhtar, 2022). This will be appropriate to the current research since cross cultural leadership issues in multinational hotel chains in UK will not be mere technical or managerial problems. Rather, they will entail variations in perceptions of power, communication, trust, motivation, conflict, and decision-making among different cultures and organisations (Zhang and Ma, 2025).
An interpretivist stance will enable the study to explore how these issues will be defined and conceptualized in the literature, and not to formulate them in a number-only fashion. This will be significant since human relationships, values and expectations will tend to influence leadership in multicultural environments. To illustrate this, a style of leadership that is considered to be effective in a certain cultural background might not be viewed as so positively in another cultural background (Gutterman, 2023). This is why the study will emphasize on the meaning and interpretation.
This philosophy will also assist in further examination of how leadership effectiveness will be understood in relation to varied workforces, service expectations and realities in multinational hotels operations in the UK. In comparison to a strictly measurement-based method, interpretivism will allow delving into the issue of the subject matter in a more realistic and contextual manner.
The positivism will not be that appropriate in this study since it will emphasise more on objectivity, observable facts and testing of hypotheses. Even though this can be useful in supporting generalisable findings, it might not be able to fully capture the complexity and context dependencies of cross-cultural experiences of leadership (Dietz, 2025). Because the proposed dissertation will be based on understanding meanings and interpretations in pre-existing sources, the most suitable philosophical approach will be interpretivism, and it will be suitable in the chosen area of the proposed secondary qualitative design (Otani, 2020).
[bookmark: _Toc224572760]3.2 Research Approach 
In this research, an inductive research approach will be used. Instead, the inductive approach will include building knowledge based on patterns, themes, and meanings observed in the data and no prior predetermined hypothesis will be tested (Yuwono & Rachmawati, 2023). This will be suitable since the study will seek to examine how of cross-cultural leadership issues in multinational hotel chains within the UK will be addressed and perceived in both academic and industry literature.
Rather, it will be to develop an enlightened knowledge of the way leadership issues might occur due to cultural diversity, organisational setting, and hospitality practice. This will result in induction being a good option, since it will help the findings to spring out of the literature itself.
A secondary qualitative study will also be well suited to the inductive approach since the documentary sources will frequently provide various points of view, experience, and interpretation that cannot be transformed into numerical value (Bazen et al., 2021). With the help of thorough reading and comparison of these sources, the study will be capable of identifying the recurring problems of communication barriers, divergent leadership expectations, cultural misunderstanding, and unequal accommodation of managers in multicultural workplaces.
The deductive method will be inadequate, as deduction will tend to concentrate on the testing theories, measurement of variables as well as the confirmation or disproving of hypotheses using the organized evidence (Mohammed, 2024). Though it can be handy in quantitative leadership studies, it will not be applicable to explore the subtle and social constructive nature of meanings that are present in documentary evidence. Thus, induction will be even more appropriate since it will contribute to the interpretivist purpose of creating the knowledge based on the literature and will offer a rational foundation of the thematic analysis that will come later (Naeem et al., 2023).
[bookmark: _Toc224572761]3.3 Research Design 
The research design adopted in the study will be secondary qualitative research design, founded on the review of literature and in-depth analysis of the documentary. Secondary qualitative research will entail the examination of already existing written materials to build an interpretive insight instead of gathering new data in surveys, interviews, or observational means (Cheong et al., 2023). This design will be appropriate to the study since it will involve discussion, explanation, and debate of the cross-cultural leadership issues that will have already been discussed, explained, and debated in the scholarly and professional sources.
The cross-cultural leadership questions in the case of multinational hotel chains will manifest themselves in the following formats: failure in communication and cultural misconception, varying expectations of someone in power and differing attitude to staff management (Skordoulis et al., 2024). Such problems will be multifaceted and situational, and this aspect will make qualitative interpretation more appropriate than a single-purpose quantitative design. Documetary path will thus enable the research to examine and synthesise the available knowledge more critically, find common issues, and analyse the existing debates in the sphere (Dweikat, 2024).
This will imply that it will not examine variations over time, but analyse literature that can be found within a specific time. It will stick to the existing knowledge regarding the issue of cross-cultural leadership in multinational hotel chains working in the UK.
The study shall be kept within its scope. It will look at the multinational hotel chains in the UK due to the fact that such an environment is going to integrate global organisational structures, culturally diverse employees and service environments (El-Said et al., 2024). This background will be particularly pertinent since the issue of leadership in a hotel industry will have direct implications on teamwork, service provision and staff control in multicultural work environments. The review will focus on cross-cultural leadership issues, leadership performance, labour diversity, interaction, conflict, decision-making and organisational practices related to it. Most of the sources will be found between within the past eight to ten years to capture up-to-date controversies, although some older, foundational research might also be utilized where needed to provide the theoretical background (Point & Baruch, 2023).
This design will have several strengths. It will be feasible, educationally suitable and in line with the proposal phase of the dissertation whereby building conceptual knowledge will be of more significance than gathering massive empirical data. It will also enable the study to compare the findings with the rest of the sources and settings which will enhance critical interpretation. The design however will be limited as well. The research will rely on the quality, scope, and viewpoint of the existing published sources and the research will not offer face to face access to the existing experiences of hotel employees or managers. Nevertheless, in the case of a dissertation proposal with the goal of establishing a good background of knowledge, this restriction will be reasonable and tolerable (Minet et al., 2024).
[bookmark: _Toc224572762]3.4 Data Collection Method 
The research will use secondary qualitative sources to gather data instead of using primary research approaches like interviews, questions, and observation. Data will be derived in the form of published academic and professional materials that will either discuss or analyse or provide evidence on the cross-cultural leadership issues within multinational hotel chains in UK. These sources will consist of peer-reviewed journal articles, academic books, and industry reports, consultancy reports where relevant, organisational reports of major hotel groups, and select documents of government or international organisations in regards to diversity, management and labour, and hospitality practice (Ajayi, 2025).
This will be more viable and suitable at dissertation proposal stage as compared to attempting to collect the limited primary data with limited time and access conditions.
The literature study will be performed by using the services of such major databases and search engines as Google Scholar, Scopus, ScienceDirect, Emerald Insight, ProQuest, and Sage Journals. These sources will be appropriate, as they will provide the access to such peer-reviewed researches in hospitality, management, and cross-cultural studies.

The search terms shall be developed on the interplay of the critical concepts such as cross-cultural leadership in hospitality, multinational hotel chains in UK, leadership issues and cultural diversity, intercultural communication in hotels and effective leadership in multicultural workforces. Focused and combined keywords will prove helpful to increase the relevance and reduce the irrelevant search outcomes and develop a manageable body of literature to study (Hiebl, 2021).
The research will be conducted using purposive selection of literature, as opposed to sample of participants. These sources will be used provided that they are in English, refer to the hotel or the hospitality industry in general, the UK situation or the applicability of the multinational hotel in the UK to leadership, culture, diversity, or cross cultural management, are relatively recent and specifically to leadership, culture, diversity and cross cultural management. Sources that address other irrelevant areas, are duplicated, are informal opinion articles like blogs or have weak methodology will be excluded. All titles, abstracts, and full texts will be filtered to ensure that the final selection of sources is achieved, relevance, credibility, recency, and methodological quality will be aspect of the selection (Chang et al., 2023). This will enhance transparency and minimise the chances of using weak or data that is outdated.
Secondary data collection will not produce first-hand evidence; nevertheless, it will have a solid methodological foundation of this dissertation as it will facilitate the general and critical synthesis of available academic and professional opinions on the subject.
[bookmark: _Toc224572763]3.5 Data Analysis Technique 
The thematic analysis will be applied in this study to analyze the chosen secondary qualitative sources. Thematic analysis will be an appropriate approach since it would assist in listing, classifying, and interpreting similar patterns of significance across text data (Christou, 2022). 
This dissertation will require thematic analysis instead of content analysis since thematic analysis will enable one to pay more attention to the context, meaning, and interpretation, as opposed to counting words and categories (Humble & Mozelius, 2022). This will particularly come in handy in a topic like a cross-cultural leadership where the issues will be likely to be presented differently in various works and contexts.
The familiarisation will be the starting point of the analysis. The chosen literature will be thoroughly read multiple times to be able to detect the prominent ideas, trends, and the burning issues. This step will be critical since most issues of leadership in multicultural hotels will require interpretation instead of mere extraction.
The second step will be initial coding. The relevant parts of the text will be marked with references to the recurrent problems, including barriers to communication, variation of leadership expectations, conflict management, motivation of staff in a diverse team, training support, and overall contribution to the effectiveness of leadership. The codes will be further divided into larger themes that will help replicate similarities in the literature.
With this, the themes will be checked and narrowed down. This will be done by comparing the sources, eliminating redundancy, and that every theme will be of definite analytical value in respect to research objectives. It will be significant as the intense thematic analysis will involve more than a description: prudent synthesis and interpretation of the literature will be required (Jowsey et al., 2021).
The themes will be interpreted and presented in clear narrative in the last stage to explain how and why the challenges of cross-cultural leadership will have an impact on multinational hotel chains in the UK. Rigour will be maintained by having clear coding procedure, strong correlation between themes and objective of the research and systematic cross-source comparison. Due to these reasons, the thematic analysis will offer the most suitable way to produce a subtle and evidence-based interpretation of the chosen secondary qualitative data (Osmani & Ndoka, 2025).


[bookmark: _Toc224572764]4. Resource Implications 
This is relatively light research as compared to primary research since it uses secondary qualitative data as opposed to fieldwork, traveling, transcription or recruiting the participants (Chand, 2025). The primary materials needed will be the access to the academic databases, library materials, credible industry reports, and the relevant organisational documents where possible. There will be also a lot of time of searching, screening, reading, coding, and writing. Word, Excel, NVivo, or manual coding tables, with references-management tools will be used as analytical aids. 
[bookmark: _Toc224572765]5. Timeline 
The research will be performed in a chronological sequence that is appropriate in second-level qualitative research. Month 1 will be devoted to the refinement of topics, planning of the proposal, and preliminary literature search. Month 2 will entail a thorough study of academic and industry literature and methodology. Month 3 will be focused on the screening and selection of the applicable literature, coding, and theme analysis. Month 4 will be employed in drafting the findings and discussion pages, whereas Month 5 will be devoted to revision, proofreading, referencing, and ultimate formatting. This planned schedule is more adequate than a condensed schedule since analysis of the qualitative documentary needs prolonged reading and attentive interpretation (Skivington et al., 2021).
[bookmark: _Toc224572766]6. Ethical Considerations
The research conducts less ethical risk than research involving people since secondary data will be used to conduct the research through qualitative methodologies. Consequently, there is no problem with issues like informed consent, right to withdraw, and interview anonymity as would be the case with primary research (Mirza et al., 2023). Nevertheless, there is reduced risk, but ethical responsibility is not eliminated. Academic honesty, proper Harvard referencing and good use of credible and legally available sources must still be evident in the study. This is significant as it would undermine the integrity, as well as the validity of the research, in case of misquotation, plagiarism, or even selective use of evidence (Miller et al., 2023).
In this research, ethical rigour is also based on fair interpretation. Arguments used by existing authors cannot be simplified and cannot be taken out of context since the research involving a documentary can be easily distorted with the help of biased reading. The issue of researcher bias is thus among the major ethical issues, especially on the selection of sources and theme development. To mitigate this risk, sources will be filtered openly and critically as opposed to being selective. Should organisational documents be utilised, the privacy and sensitivity will be considered where it is required, and the research notes will be kept safely. Thus, the ethical practice is crucial as the credibility cannot be determined only by the sources employed, but the way they are managed as well.
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