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[bookmark: _Toc225716583]Abstract
Problem: The UK manufacturing is typified by continuously high levels of occupational injury and labour turnover, but the communication channels to manage occupational safety talk about organisational trust and retention intention in employees have not been studied in the qualitative literature. The current survey-based studies quantify attitudinal outcomes without being exposed to interpretive processes through which frontline workers place meaning in safety interactions, creating a critical gap in both theoretical and practical knowledge.
Procedure: This research will follow an interpretivist paradigm with the use of an inductive approach to research, which is qualitative. These semi-structured interviews will be conducted with 14 to 18 frontline employees and line managers from two to three manufacturers in the UK. Data shall be analysed using the reflexive thematic analysis framework by Braun and Clarke, and NVivo software will be used to support data management and the rigour of analysis. Research Aim: The paper will critically examine the impacts of the frontline managers' safety talk in terms of its authenticity, consistency, and dialogic characters on the perceptions of workers towards organisational trust and their intention to stay at work in the UK manufacturing organisations. Theoretical Expectations of the Findings: The proposed research will produce conceptually grounded themes that shed light on how employees build meaning through safety communication, how perceived authenticity builds or destroys trust, and how trust subsequently mediates retention intention. Situated organisational conditions that facilitate or limit dialogue-based safety communication shall also be found.
Practical Impact: The research results will deliver evidence-based suggestions, applicable to HR directors, safety managers, and operations leaders who wish to lower voluntary turnover by implementing communication-based safety culture change in the UK manufacturing industry.
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1. Introduction
[bookmark: _Toc225716584]Contextual Background
The UK manufacturing has a structurally important but constantly dangerous place in the country's economy. Recording manufacturing as one of the riskiest sectors in Great Britain, with the highest number of non-fatal workplace-related injuries, the Health and Safety Executive (HSE, 2025) documents more than 50,000 instances in 2022/23 alone. In conjunction with this, the Office for National Statistics (2019) found that the yearly rates of employee turnover were nearly 15 per cent in manufacturing and required a lot of cost to recruiters, training, and institutional knowledge. These twin pressures, safety risk, and workforce instability interact with each other in a way that the quantitative research has so far only been able to map on an aggregate basis, but has not analysed it in the interpretive power of the front-line workers themselves. McHugh et al. (2018) have shown that employee wellbeing in the manufacturing settings is material related to organisational culture, but the communicative processes in which safety management influences organisational culture through the lens of the worker is ill-understood.
[bookmark: _Toc225716585]Statement of the Research Problem
The basis of the relationships that exist between the safety climate, psychological safety, and retention-related outcomes has been established by existing literature, and an increasingly large number of studies have investigated the impact that leadership style has on safety behaviour. But quantitative survey designs, which quantify but do not provide insight into how workers make meaning out of managerial safety communication, have dominated the literature. Safety taken, compassing toolbox talks, safety briefing and informal managerial conversing have not been studied as discrete variables with respect to organisational trust and retention intention in the context of UK manufacturing. This gap is important not only in theory, as it makes the communicative constitution of safety culture empirically unexplored, but also practically, since organisations cannot redesign what they cannot conceptually reach.
[bookmark: _Toc225716586]Significance of the Research
This study scientifically fills this gap in the literature, namely that which lacks interpretivism, communication-oriented research at the point of safety management, organisational trust, and retention in the UK manufacturing sector. It will produce conceptual knowledge on how the workers perceive and react to managerial safety talk in ways that cannot be reflected by the survey instruments. In practical terms, the results will provide literally actionable recommendations to safety managers, HR directors, and operations leads of manufacturing organisations that want to lower the attrition rate by implementing safety practices that are culturally ingrained and communication-based.
[bookmark: _Toc225716587]Definition of Key Terms
Managerial safety talk refers to verbal and paraverbal communication activities that include managers expressing safety-related values, expectations and priorities, including formal briefings, informal conversation and reaction to safety issues that employees raise. Organisational trust is a generalised belief of an employee that the organisation will pursue an integrity, act in a benevolent and competent manner that serves the interest of the employee (Chen, Ahlstrom and Jin-Feng Uen, 2025). Retention intention refers to the level at which an employee plans to stay in his/her present job, operationalised as the reverse of voluntary turnover intention (Ike et al., 2023).
[bookmark: _Toc225716588]Research Aim
This study seeks to critically explore frontline managers' safety talk in terms of its role in influencing the perceptions of workers regarding organisational trust and their desire to work in the UK manufacturing organisations.
[bookmark: _Toc225716589]Research Objectives
(i) To investigate the meaning-making and interpretation of the safety communication by managers and the frontline workers in the UK manufacturing sector.
(ii) To investigate the connection between perceived managerial safety talk authenticity and organisational trust by workers.
(iii) To examine the role played by organisational trust (mediated by safety communication) on the retention intentions of workers.
(iv) To test the organisational circumstances that support or prevent dialogue-based safety communication in manufacturing in the UK.
[bookmark: _Toc225716590]Research Questions
RQ1: What is the perception of frontline manufacturing employees towards the quality and intent of safety talk by managers?
RQ2: How does perceived managerial authenticity in the communicated safety influence worker trust in an organisation?
RQ3: What is the role of organisational trust, as realised through interactions concerned with safety, in the intention of workers to stay in the employment?
RQ4: Which organisational conditions facilitate or limit the safety communication of dialogue in manufacturing organisations in the UK?


[bookmark: _Toc225716591]Literature Review
[bookmark: _Toc225716592]Theoretical and Conceptual Foundations
The second pillar is the relational trust theory. Chen, Ahlstrom and Jin-Feng Uen (2025) showed that organisational trust mediates the correspondence between supervisory behaviours and retention related employee outcomes. Silvestre, Serrgio Begnini and Abreu (2025) demonstrated that even though trust is generated by leadership commitment, structural inertia may also decrease the same, and thus the results of behaviour are not consistent. Trust is proposed as a proactive leading indicator in prevention culture frameworks by Moon, Kim and Lee (2025), who state that trust is constantly constituted in the process of communicative interaction. Bickman and Rog (2009) set that research in which lived experience interests must be based on qualitative designs, which can reach subjective meaning-making, whereas Leavy (2015) positions qualitative inquiry as epistemologically correct in those cases, when the object of research is the social construction of meaning. These frameworks combine to create the conceptual model as illustrated in Figure 1 below.
[image: ]
Figure 1: Managerial safety talk and organisational trust model ( Self made)
[bookmark: _Toc225716593]Critical Review of Empirical Research
The Managerial Determination Strand of Safety Leadership. There is a large amount of empirical evidence that has investigated the topic of safety leadership and safety leadership behaviour. Levovnik, Darija Aleksic and Gerbec (2024b) performed a bibliometric review of more than 400 articles, and it was found that the dominant predictor of perceived managerial safety commitment is the style of leadership. Transformational and transactional leadership styles were found to be the most researched in the systematic review by Levovnik, Aleksic and Gerbec (2024a) and empirically transformational leadership was found to mediate the manager-to-employee commitment perception pathway, but through credibility and consistency of behaviour and not formal role (Levovnik, Aleksic and Gerbec, 2025). Shen and Hassall (2025) affirmed that worker safety compliance was significantly predicted by safety specific leader behaviours such as quality of communication. The study by Samuelsson, Larsman and Grill (2023) presented longitudinal design evidence that perceived leadership behaviours predict time lag safety compliance, which indicates long-term communicative effects. To demonstrate a qualitative exception, Hedsköld et al. (2021) reveal the context-specific communicative style used by the first-line managers to resolve tensions between guidelines and reality. Similar conclusions were achieved by Lornudd et al. (2021), who conducted board-level interviews and found that middle manager communication is a critical translational factor relating to the implementation of occupational health and safety. The evidence base was broadened by Alanazi et al. (2025), Slil et al. (2025) and Martínez-Córcoles et al. (2024) based their research on the survey design that does not allow access to the interpretive accounts of workers, as they studied the communicative flexibility in the crisis context.
Table 1: Divergent Scholarly Positions on Safety Leadership and Communication Effectiveness
	Dimension
	Position A
	Position B/ Critique

	Leadership style
	Transformational leadership is the most effective style for safety outcomes (Levovnik et al., 2024a; Ali et al., 2025)
	Transactional and adaptive styles are equally effective in crisis or high-hazard conditions (Alanazi et al., 2025; Shen and Hassall, 2025)

	Communication channel
	Digital toolbox talks improve compliance metrics efficiently (Rice et al., 2022)
	Low-richness channels generate no deeper attitudinal or trust engagement; dialogic, in-person communication produces attitudinal change (Lindsey et al., 2022; Benetti et al., 2025)

	Measurement approach
	Survey instruments capture attitudinal outcomes at scale and are methodologically rigorous within a positivist paradigm (Balogun et al., 2020; Smith and Mondal, 2025)
	Survey designs aggregate responses without accessing interpretive processes; qualitative methods are required to examine how meaning is constructed (Hedsköld et al., 2021; Leavy, 2015)



Safety-Retention Nexus, Trust, and Psychological Safety. The authors concluded that the quality of leader-member exchange affects safety behaviour by mediating the psychological safety and job satisfaction sequentially (BENNOUNA et al., 2024). Sobaih, Gharbi and Abu Elnasr (2022) discovered that transformational leadership was related to turnover intention via psychological safety. The results obtained by Silla, Gajudo and Gracia (2025) verified that upward safety voice, team learning, and safety climate are an interdependent system, and communicative failure leads to the occurrence of both safety and attitudinal decadency. Ayca and cisecsisoy Kaya (2025) discovered that the key mediating factor of the leadership style into occupational commitment is trust. Wang et al. (2021) have shown that safety climate forecasted the intention of the nursing staff to remain amid the crisis, which sets a cross-sectoral precedent regarding the suitability of the relationship between safety and retention. This direction of mining was validated by Balogun, Andel and Smith (2020) and Smith and Mondal (2025) and in a large, nationwide sample, Yamamoto et al. (2024) demonstrated that organisational responses to near-miss reports, fundamentally communicative acts, were strongly related with lower turnover intention. Tan, Tan, and Choong (2023) and Chatzoglou, Kotzakolios, and Marhavilas (2025) also confirmed that the quality of safety management predicts affective commitment and satisfaction, respectively. Ying and Mohammed (2025) generalised this to SME conditions, and Ahsen Maqsoom et al. (2023) showed that psychological capital mediates the association between error management climate and job stress, the existence of affective aspects of the safety climate that are only accessible through the qualitative inquiry. In a wider turnover research, Namin, Øgaard and Røislien (2021), Lopes, Soares and Palma-Moreira (2025), Ilyas et al. (2020), Qi et al. (2024), Obeng and Atan (2024), Obuobisa-Darko and Evans Sokro (2023), Ike et al. (2023), Jale Minibas-Poussard et al. (2025), and Dalila Other contributors that have furthered the process of measurement of safety culture have been Fleming, Harvey and Bowers (2022), Han et al. (2025), Kabiesz (2024), Lindahl, Bergman Bruhn and Andersson (2022), Linden et al. (2025), Pedrosa et al. (2025) and Al-Baraa Abdulrahman Al-Mekhlafi et al. (2025); although these studies have mainly utilized a quantitative framework.
[bookmark: _Toc225716594]Contextual Review: UK Manufacturing
In 2022/23, the HSE (2023) verified 18 manufacturing worker deaths in Great Britain, but the non-fatal injury and work-related ill health burden was significantly larger. The HSE (2025) has cited unequal prevalence of musculoskeletal conditions and stress-linked illnesses in manufacturing, both of which are known to have retention ties. According to the Office for National Statistics (2019), several manufacturing sub-sectors suggest that the sector levels of turnover are very high compared to the national average. Eggleston et al. (2025) investigated the presence of fatal accident prevention in the UK metal manufacturing, and they found the lack of managerial engagement and the presence of frontline communication to be structurally causal factors. Communicative ambiguity concerning incident reporting resulted in incentive perversions between reporting and diminished trust within construction contexts found by Sherratt et al. (2023), and this relationship directly applies and easily transfers to manufacturing hierarchies. Kim et al. (2025) showed that systematic differences in the perception of safety existed between the contractor and subcontractor managers, and the findings have some effects on the multi-tier production supply chains in the UK. The study by McHugh et al. (2018) has found that organisational culture and employee wellbeing are directly linked in terms of materiality in the manufacturing contexts, which directly forms the basis of the cultural-communicative orientation of this proposal.
[bookmark: _Toc225716595]Identification of the Research Gap
Although the safety leadership and turnover intention body of research has been identified to be quite substantial, there is a significant gap in the literature that can be identified concerning the communicative micro-practices, through which managerial safety talk builds or destroys organisational trust and the subsequent impact of this trust on the retention intentions of workers. In particular, the lack of qualitative, interpretivist studies on the meaning frontline workers in UK manufacturing attribute to managerial safety communication is a possibility to make a original scholarly contribution. Current research, methodologically sound in its respective paradigams, has virtually all used survey designs, which synthesize attitudinal responses, without getting at the interpretive processes by which meaning is generated in safety relations. The proposed research fills this gap by assuming an interpretivist and qualitative design that will be placed in a position to produce contextually grounded and theoretically generative insights that the quantitative research methodology cannot generate by nature. All the research questions in Section 1.7 could be answered only by using primary qualitative data and refer to each of the dimensions of this identified gap.
[bookmark: _Toc225716596]Research Methodology
The research design is informed by the Research Onion framework of Saunders, Lewis and Thornhill (2023) that views research design as concentric circles of philosophical assumptions up to data collection methods. All the decisions below are internally consistent with the adjacent layers and create the continuous Golden Thread demanded in Level 7. Figure 2 is a completely annotated Research Onion that shows the position selected at each level.
Table 2: Annotated Research OnionChosen Methodological Layers (Saunders et al., 2023)
	Layer
	Options (chosen layer italicised)
	Chosen Position and Justification

	1. Philosophy
	Positivism | Interpretivism | Pragmatism
	Interpretivism's social reality is constructed through meaning; appropriate for examining how workers interpret safety talk

	2. Approach
	Deductive | Inductive | Abductive
	Inductive theory built from empirical observation; consistent with an exploratory qualitative purpose

	3. Methodological Choice
	Quantitative | Qualitative | Mixed Methods
	Qualitative is appropriate for lived experience, subjective meaning, and social process (Leavy, 2015)

	4. Research Strategy
	Survey | Experiment | Case Study | Ethnography
	Phenomenologically informed interpretive case study across 2-3 UK manufacturing facilities.

	5. Time Horizon
	Cross-sectional | Longitudinal
	Cross-sectional, single point in time; appropriate for proposal-stage study with constrained timeline

	6. Data Collection
	Questionnaire | Semi-structured Interviews | Observation
	Semi-structured interviews allow thematic coverage with flexibility for unanticipated participant accounts



[bookmark: _Toc225716597]Research Philosophy
This paper takes the interpretivist research philosophy. Interpretivism is a view that social reality is not objective and independent of human perception but rather constructed by the sense of meanings that people put on their experiences and interactions (Saunders, Lewis and Thornhill, 2023). Since the research questions focus on the interpretation and meaning attributed by workers to managerial safety talk, an objective measurement, which is an epistemologically inappropriate philosophical standpoint, would be appropriate. Positivism has been taken into consideration and dismissed: although the positivist survey designs have made significant contributions to the literature of the safety climate, they cannot achieve the interpretive depth they need to do so. Pragmatism was also to be rejected because the contribution of the study under consideration is conceptual-interpretive but not explanatory-predictive. The ontological stance of interpretivism, which states that the safety culture in the workplace and organisational trust is socially constructed (Bickman and Rog, 2009), is directly related to the theoretical framework in Section 2.
[bookmark: _Toc225716598]Research Approach
The research is inductive. Instead of starting with a fixed hypothesis, the investigation starts with the descriptions of the participants going to conceptual knowledge. Saunders, Lewis and Thornhill (2023) define inductive reasoning as the most suitable type in the occasions when theory is being built based on the empirically based observations, and when the existing theory does not provide a comprehensive explanation of the phenomenon. This orientation is warranted by the fact that there is no clearly defined theory that deals with the communicative construction of trust using the safety talk in the UK manufacturing industry.
[bookmark: _Toc225716599]Methodological Choice and Research Strategy
It uses a phenomenologically informed interpretive case study approach because a qualitative methodological design is selected for two to three manufacturing plants in the UK. As created by Leavy (2015), qualitative inquiry is methodologically appropriate to a study of interest in lived experience, subjective significance, and social process. The case study approach puts the phenomenon of safety talk into its actual organisational context, which offers the richness and specificity that a survey tool does not offer. The reason for using semi-structured interviews is that they provide the researcher with sufficient thematic structure without sacrificing the flexibility that participants might introduce experiential aspects into the research that the researcher has not necessarily foreseen in their epistemological approach (Saunders, Lewis and Thornhill, 2023).
[bookmark: _Toc225716600]Critical Evaluation of the Methodology
The selected qualitative case study design has obvious benefits: it produces theoretically rich, contextually dependent data that directly address all the research questions, is consistent with the interpretivist philosophy and inductive approach, and can be refined with repetition as the conceptual terrain is created.
With respect to the mixed-methods option, a sequential explanatory design where a survey tool establishes attitudinal patterns and interviews delve into their interpretation has been taken into consideration. Although such would enhance breadth and enable triangulation with validated scales like that of Ike et al. (2023) turnover intention scale, it was not accepted due to three reasons: (i) the central contribution of this study is to explain the phenomena, which is not done by combining paradigms but by carefully managing them (Saunders, Lewis and Thornhill, 2023); (ii) it would not be possible to do this in a proposal stage research due to some additional ethics, instrument development, and complexity of the analysis (Saunders In the case of the ethnographic alternative: it would have yielded more ethnographic data on real time safety communication that would be more natural and rich, with more embodied and non-verbal aspects, which only interviews can partially reach. Nonetheless, access issues, time schedule, and gatekeeping difficulties of long-term work in the industrial field are obstructive on the proposal stage (Bickman and Rog, 2009). The essential trade-off is between depth and generalisability: the selected design maximises interpretive depth using a constrained sample but is not capable of generating statistically generalisable results, recognised as a structural characteristic, not a weakness.
[bookmark: _Toc225716601]Data Collection Methods
Semi-structured interviews with two groups of participants will be used to gather primary data, namely, frontline workers in non-managerial positions and line managers in charge of safety communication. The interviews will take about 45-60 minutes and will be held either face to face or through a safe video conferencing. An audio recording will be used to record the interviews with clear permission, and the transcription will be performed verbatim. The interview guide will cover four thematic areas based on the research questions: the experiences with the quality and safety of communications; perceptions of managerial authenticity; perceptions of trust and their communicative sources; and factors affecting retention intention. The guide will be pilot-tested on two participants who will not be part of the main sample (Leavy, 2015). Secondary data. The emerging findings will be triangulated and contextualised by HSE reports, organisational safety documents and peer-reviewed literature.
[bookmark: _Toc225716602]Sampling Strategy and Target Population
The target population will include frontline employees and direct line managers at manufacturing production plants in the UK with at least 50 employees. The purposive sampling strategy will be used (Saunders, Lewis and Thornhill, 2023).
Table 3: Participant Inclusion and Exclusion Criteria for Study Eligibility
	Inclusion Criteria
	Exclusion Criteria

	Employed in a UK manufacturing facility (SIC Division C)
	Employed outside manufacturing sectors

	Minimum 6 months in current role
	Less than 6 months tenure in current role

	Direct experience of safety briefings or toolbox talks
	No direct involvement in safety interactions

	The facility employs 50 or more workers.
	Facilities with fewer than 50 employees

	Able to provide informed consent in English
	Unable to provide consent in English



The size is expected to be 14-18 people across 2-3 facilities: 10-12 frontline employees and 4-6 line managers. Saunders, Lewis and Thornhill (2023) observe that thematic saturation in a homogeneous qualitative sample is usually attainable at a range of 12 to 20 interviews. The access will be obtained by means of professional networks and manufacturing industry associations, and snowball referral will be used in those cases when initial contacts result in further recommendations.
[bookmark: _Toc225716603]Data Analysis
The reflexive thematic analysis, as proposed by Braun and Clarke (2006) and explained by Leavy (2015), will be used to analyse data. This method is epistemologically aligned to interpretivism, and it does not subject the code process to the pre-existing theories. The analytical procedure will be performed on both semantic and latent coding levels: semantic codes will reflect the explicit surface-level information, whereas the latent codes will allow detecting the underlying assumptions, tensions, and ideological dimensions that are not explicitly expressed, but that will add more meaning to the analysis.
It works out by six consecutive steps as shown in Figure 3: (1) familiarisation by means of immersive, repeated reading; (2) initial code generation of meaningful data units; (3) theme searching by arrangement of similar codes; (4) theme review with reference to the entire dataset; (5) theme definition and naming, internal homogeneity versus inter-theme differentiation; and (6) writing up analysis by intermixing explanatory commentary with excerpts of evidence. Researcher bias will be addressed by: (a) maintaining reflexive journaling recording preconceptions and interpretive decisions during the data collection and analysis processes; (b) member checking of tentative interpretations of the thematic interpretations with five participants before finalisation; and (c) discussing the tentative interpretations with a research supervisor at the end of the coding and theme development processes. NVivo qualitative data analysis software shall be used to aid in the organisation, retrieval, and audit trail (Saunders, Lewis and Thornhill, 2023).
. [image: ]
Figure 2: Reflexive Thematic Analysis Process Flow (Barun and Calrke, 2006)
[bookmark: _Toc225716604]Ethical Considerations
(1) Informed Consent: Every participant will be provided with a Participant Information Sheet (PIS) before any data is collected. The seven details that will be explicitly stipulated in the PIS include the following: (a) nature and purpose of the research; (b) what is required of the participants and what it will involve; (c) the estimated amount of time per interview (45160 minutes); (d) the possible risks and benefits; (e) the rights of the participants and such rights to withdraw at any time without penalty; (f) the intended use of data, its encryption and storage of the encrypted data (5 years); and (g) contact details of the researcher and the supervising academic. Both written and electronic consent will be obtained before each interview (Saunders, Lewis, and Thornhill, 2023).
(2) Right to Withdraw: The participants will be told both orally and in writing that they have the unconditional right to exit the study at their own discretion, without reason, and without penalty, even losing the data previously gathered till the beginning of the analysis process.
(3) Anonymity and Confidentiality: Since the interviews require familiar participants, the principle of confidentiality is relevant in this case instead of anonymity. Participants will have pseudonyms (e.g., Participant M1, Participant W3). Personal information will be eliminated in transcripts before analysis. Only aggregate demographic data will be reported.
(4) GDPR and Data Protection: The data will be stored in the encrypted digital files with passwords, which will be only accessible to the researcher. The deletion of audio recordings will occur after transcription is confirmed. The transcripts will be stored for up to 5 years and then destroyed, in full compliance with the UK General Data Protection Regulation.
(5) Researcher Safety: Face-to-face interviews will be held in open and available working environments. The researcher will brief a staff member with whom they have a good relationship about all the meeting arrangements. All correspondence will be conducted via a university email account, and a stipulated exit policy will apply in the event that any participant becomes distraught or violent.
[bookmark: _Toc225716605]Limitations of the Study
There are three substantive limitations that need to be mentioned. First, cross-sectional temporal constraint: data collected at one point in time is unable to determine longitudinal growth of trust by maintaining safety communication, as well as indicate causal directionality. Second, sample size and generalisability: the purposive sample comprising 14 to 18 participants does not provide sufficient statistical representation of the UK manufacturing workforce as a whole (Saunders, Lewis and Thornhill, 2023). The contribution of the study is analytical generalisationa differentiation that should be made openly the final written output. Third, the researchers' positionality: any professional experience the researchers have in manufacturing or safety management can introduce interpretive bias during the interview and analysis. This will be achieved by maintaining sustained reflexive journaling, canned positionality statements, member checking as well as peer debriefing (Bickman and Rog, 2009).
[bookmark: _Toc225716606]Outcomes and Timetable
[bookmark: _Toc225716607]Expected Outcomes and Contribution
Academic contribution: The research will generate the initial interpretivist, communication-based approach to managerial safety talk as a predictor of organisational trust and retention intention in the UK manufacturing sector. It will be an extension of the safety climate theory based on the foregrounding of the communicative micro-practice in the construction of climate. It will contribute to the theory of trust in that we will be able to establish how safety-specific managerial interaction brings about or destroys relational trust, at the frontline level, which is the gap which has already been identified in Section 2.4.
Practical contribution: The evidence will be used to advise HR directors, safety managers, and operations leaders on redesigning safety communication practices, a managerial development programme, and training to establish organisational trust and minimise voluntary turnover, with recommendations grounded in the real-world contexts of the involved facilities.
[bookmark: _Toc225716608]Research Timeline and Gantt Chart
[image: ]
Figure 3: Dissertation Work Plan and Timeline (Gantt Chart)
The timeline is planned to indicate three vital dependencies. In the first place, data collection should be preceded by the ethics approval: ethics form should be submitted during Weeks 3-4, and a three-week institutional review period should be established before any contacts with the participants can be made in Week 7. Second, the transcription should be completed before analysis: at an average of four hours of transcription per one hour of recorded interview, 14 to 18 45-60-minute interviews will take approximately 60 to 90 hours of transcription, which will require a two-week period of dedicated work. Third, member checking should precede termination of theming: tentative themes will be provided to five subjects in Weeks 1516, and that termination will be carried out in Weeks 1718. A participant embedded 1 week of data collection, which is documented in the data collection window, and iterative supervisor review is incorporated into the writing phase to enable substantive revision before the final submission.
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