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[bookmark: _Hlk201323402][bookmark: _Toc203041340]1. Introduction
Talent Management has become an integral part of public sector organisations across the UK, particularly as they navigate the pressures of an ageing workforce, demographic shifts and evolving workforce expectations. These organisations now feature a higher number of older workers compared to younger workers and ensuring the current workforce is engaged and skilled across all generation is a pressing challenge in the Sector. (Ageing and Talent Management in European Public Administrations, 2021). According to research conduction by the Local Government Association (n.d), the current strategic and financial pressures on public services, means limited resources and service delivery being prioritised over talent management which is often regarded as a “nice to do” instead of being a key priority. 
For the purpose of this study, generational differences will be discussed using the classifications by Cruse (2025), which are summarised in the below figure.
Figure 1 – Designed by Cruse (2025).
[image: A white page with black text

AI-generated content may be incorrect.]

[bookmark: _Toc203041341]1.1 Focus on Newport City Council
This research proposal explores how generational differences influence talent management strategies in the public sector, with a specific focus on Newport City Council. Located in South Wales, Newport City Council is a local authority responsible for delivering a large range of public services to the residents of Newport. The council employs approximately 6,454 individuals, representing a diverse workforce spanning multiple age groups and generations (Newport City Council Strategic Plan for Procurement 2020–2024, n.d.).
The researcher, who works for Newport City Council, brings an insider perspective to this research study. This position enables a deeper understanding of the organisational culture, workforce demographics and operational challenges, offering valuable context for the case study approach. 
[bookmark: _Toc203041342]1.2 Current challenges 
Recent figures from the Local Government Association indicate that the workforce is aging, with 67% of employees aged between 40 and 64 (Local.gov.uk, 2024). Alarmingly, 78% of councils have reported experiencing challenges with recruitment and retention (Gillman, 2022). These challenges, coupled with ongoing budget constraints and the pressing need to attract younger generations to local government roles, underscore the importance of understanding generational differences in talent management and employee expectations—particularly those of Generation Z (Deegan et al., 2024).
With more than 17.3% of the UK’s workforce employed in the public sector (Statista, 2023), understanding how to manage generational diversity is not only important for employees but this also helps authorities meet the evolving needs of the public they serve. Sokoler (2024) argues that navigating generational diversity is not just an HR function but a strategic imperative for organisational success and this should be a priority. 
[bookmark: _Toc192600961][bookmark: _Hlk202532031][bookmark: _Toc203041343]1.3 Research questions 
To guide this exploratory study, the following research questions will be addressed:
1. How do employees from different generations perceive opportunities for development and progression?
2. What challenges and benefits do generational differences and changing workforce dynamics present for talent management in the public sector?
3. How can Newport Council adapt its talent strategies to support a multigenerational workforce?
This research proposal will adopt a mixed method approach by conducting interviews with members of Newport City Council to gather data on their experiences and perceptions, as well as surveying staff. By engaging a broad section of the workforce across different demographics, the research aims to uncover both opportunities and challenges, contributing to the wider understanding of the value of a multigenerational workplace. It will also serve as a catalyst for future generations considering careers in local government.
[bookmark: _Toc203041344][bookmark: _Hlk201325874]2. Aims and Objectives 
[bookmark: _Toc203041345]2.1 Study aims 
This study aims to investigate how Newport City Council manages talent across a multigenerational workforce, examining how generational differences and evolving workforce dynamics influence retention, development strategies and influence recruitment within the organisation. The report will also look to establish the best research methodologies for this exploratory study and suggest ways for Newport to reimagine their talent management strategies. 
[bookmark: _Toc203041346]2.2 Objectives
1. To examine the characteristics, values, and expectations of different generations within Newport City Council's workforce.
2. To investigate the challenges and opportunities of managing a multigenerational workforce in the public sector.
3. To examine the challenges faced by younger employees in local government and why there are limited numbers in comparison to other age groups.
4. To assess the effectiveness of current talent management strategies and how these affect addressing generational diversity in the workplace.
5. To examine how generational perspectives influence organisational culture, career development, and employee engagement.
6. To provide recommendations to Newport Council for managing talent management.
[bookmark: _Toc203041347]2.3 Problem statement
The public sector, including Newport City Council, is facing growing challenges in talent management due to a rapidly aging and demographically diverse workforce. With 1,373 employees aged 55 and above eligible for early retirement or nearing retirement age, the council is at risk of losing critical knowledge and experience (Newport City Council, 2025). Newport City Council’s workforce includes a mix of generations, from Baby Boomers to Gen Z, and each generation has distinct values, expectations and work styles. This generational diversity, along with differences in cultural background, technological skills and career aspirations, adds complexity to talent management practices. Addressing issues such as high turnover, recruitment challenges and intergenerational collaboration is essential. 
Despite awareness of these challenges, there is limited research on how local government organisations in Wales can develop inclusive and flexible talent management strategies that effectively support a multi-generational and diverse workforce.
[bookmark: _Toc203041348]2.4 Significance of the study
To the researcher’s knowledge, this is the first study to analyse the critical gap in understanding how Newport City Council manages talent management across a multigenerational workforce. With an aging workforce and younger generations being underrepresented, the organisation risks losing institutional knowledge and facing recruitment challenges. This study will aim to explore these challenges and provide Newport City Council with actionable insights on how to develop more future ready talent management strategies which are flexible to suit the multiple generations it employs.  
[bookmark: _Toc203041349]3.  Literature review 
This literature review will critically examine the dimensions of Talent Management, including its history and talent management theories, whilst considering the unique opportunities and challenges of a multigenerational workplace. By investigating the background of these key areas and the relationship between the subjects, this review will seek to provide insight into how Newport City Council can navigate the challenges and promote a more inclusive and effective talent management strategy.
[bookmark: _Toc203041350]3.1 Talent Management 
The concept of Talent Management emerged in the late 1990s when McKinsey & Company conducted a research project into the growing competition for skilled workers, which later led to the publication of The War for Talent. This work argued that organisational success was closely linked to the performance of top managers, making the attraction, development and retention of talent a strategic priority (Cappelli 2017). Historically, talent management was focused on job stability and internal progression and incorporated structured HR practices, whereas today, talent management is a core strategic function for businesses and is more agile and empathises emphasises the importance of continuous learning, diversity and digital tools to attract and retain employees. (Cappelli, P. et al)
Talent Management is now defined by McKinsey & Company (2023) as: “all the ways that organisations bring employees on board, keep them happy and productive, and help them continue to develop their skills over time”. They explain that when talent management is treated as a priority, companies can improve performance and gain a competitive edge (McKinsey & Company, 2023).
As Kravariti and Johnston (2020) indicate, TM was initially adopted in the private sector, with the public sector slower to follow due to budget constraints and adherence to traditional employment models. This delay contributed to difficulties in defining and attracting the talent needed for future success. Similarly, Al Jawali (2022) supports this view, arguing that traditional public sector benefits, such as long-term job security, have added pressure to modernise talent strategies.
[bookmark: _Hlk200034068]Several studies suggest that TM is particularly challenging in the public sector due to its diverse organisational structures, which make talent strategies less tangible and harder to implement (Thusi and Chauke, 2023; Mapuranga, Mukuze and Maravanyika, 2024; Kravariti and Johnston, 2020).
Recruitment plays a critical role in talent management and has been widely examined across sectors due to its direct impact on organisational performance and workforce sustainability. Numerous studies have explored recruitment strategies in various contexts; however, Kelly (2008) highlights its particular significance within the public sector, where attracting and developing talent is often constrained by limited incentives and slower career progression. The study emphasises the need for proactive succession planning to address the shrinking talent pool. Furthermore, Boselie and Thunnissen, (2017) argue that the public sector must adopt a sensitive and balanced approach to talent management, that responds effectively to contemporary challenges and recognises that private sector practices may not align with the unique demands of public sector environments.
[bookmark: _Toc203041351]3.2 Evolving Workforce Expectations and Demographic Shifts
In today's rapidly evolving world of work, the traditional concept of a 'job for life' has become increasingly rare (Noon and Heery, 2017). Historically, public sector positions were seen as more secure than private sector roles, which are more susceptible to change and uncertainty (Guest and Conway, 2000). Despite the decline of the 'job for life' model, job security remains a significant factor in the popularity of public sector jobs in the UK (Admin, 2024). A recent survey by the recruitment firm Robert Walters highlighted that 77% of professionals prioritise job security over pay, making it a focal point during the hiring process for prospective employees. This shift in preferences has led to the so-called 'big stay', where employees remain with companies for extended periods due to job security and a favourable work environment, especially during economic fluctuations. Brown (2024) also discusses how job security has historically been a major reward tool in the public sector, given the traditionally low pay levels.
The concept of a 'job for life' was particularly well-suited to the Baby Boomer generation, who entered the workforce during a time of economic growth and institutional stability. Early studies focused primarily on this older generation and their expectations around work. As Green (2000) notes, Baby Boomers—who make up a significant portion of the current public sector workforce—were often drawn to government roles attracted by good pension schemes, long-term employment, and structured career progression. These features aligned with their values of loyalty, stability and gradual advancement, making the public sector an ideal environment for long-term careers. This generational alignment helped shape the traditional public service model, where employees remained in one organisation for decades, often retiring with full benefits. In contrast, younger generations such as Gen Z are less likely to stay in a job long term and value career growth and flexibility (Vieira et al, 2024).
According to Dewakar Goel (2012, p. 246), job security aligns with Maslow’s hierarchy of needs by addressing one of the essential lower-level needs in the theory. It relates to the safety level, which must be met before employees can focus on higher-level goals such as achievement and personal growth. Job security is a strong motivator and when employees feel supported through benefits such as sickness security, retirement schemes, long service recognition and pension schemes, they are more likely to remain in their roles for a long period of time.
In light of these evolving dynamics, the traditional appeal of public sector employment, rooted in job security and long-term stability, is being tested by significant demographic and cultural shifts. While job security continues to be a key motivator for many, particularly during periods of economic uncertainty, younger generations are entering the workforce with different expectations. As highlighted by Green (2000), employees, particularly those from younger generations, are less likely to commit to a single employer for life and instead seek flexibility, continuous learning, and meaningful work. This shift presents a major challenge for local governments, which are already grappling with an ageing workforce and a notable underrepresentation of younger people. The study by Nyamboga (2025), examines how bridging the generation divide will advance engagement, highlighting how Millennials value work life balance, flexibility, seek clear progression paths and continuous learning to enhance their working dynamics and satisfaction (Nyamboga, 2025). 
The study by Vieira et al. (2024), also revealed that Generation Z known as the “digital natives” expect technology throughout their working lives and value diversity practices and mental wellbeing. The study suggests recruitment, selection onboarding and careers management must evolve to embrace these new expectations. 
Research into multigenerational preferences has evolved significantly over the years but, recruiting and retaining a suitable workforce is one of the most significant current challenges facing local government, and despite efforts to modernise public sector employment and attract younger employees, this remains a persistent issue (Svara, 2010; Green, 2000). A report by the County Councils Network, in partnership with PwC, identifies workforce capacity as one of the most pressing challenges facing local authorities. It highlights how an ageing population is shrinking the talent pool. The report found that only 4.6% of employees were under the age of 25, while 66.9% were aged between 40 and 64. These statistics underline the significant underrepresentation of younger people in the sector. If these issues persist, they could pose several long-term challenges, and change is required to ensure the future workforce is sustainable. (Workforce of the Future, 2024)
[bookmark: _Toc203041352]3.3 Multigenerational workplace
The public sector, like many other industries, is undergoing a significant demographic shift. For the first time, up to four generations, including Baby Boomers, Generation X, Millennials, and Generation Z—are working together within the same organisational structures (Marsh McLennan Agency, n.d.). According to the CIPD (2020), “The theory of generational differences suggests that the period in which you grow up or enter the labour market has a lasting influence on your attitudes, priorities, behaviour or life choices”. Pinci, (2024) supports this view suggesting each generation brings distinct values, perceptions, and working styles shaped by their socio-political and economic contexts, which influence how they view development opportunities, career progression and organisational culture. 
Several studies, including those by Fennelly and Perry (2024) and Hoque and Pitout (2023), emphasise the importance of understanding these generational differences. They warn that failure to do so can lead to workplace conflict and reduced productivity, underscoring the need for management to embrace generational diversity.
While generational differences can pose challenges—such as communication barriers and misunderstandings (Stiehr and Vandermause, 2017; Judijanto, Winanto and Setiyawan, 2024)—they also present opportunities. Research highlights that a multigenerational workforce can enhance creativity, problem-solving, and decision-making through the integration of diverse perspectives and experiences (Fennelly and Perry, 2024; Chiwisa and Mpundu, 2024). Leadership plays a crucial role in bridging these divides and fostering collaboration across age groups (Hoque and Pitout, 2023). While the above research highlights the importance of understanding generational difference, their studies do not address how they could be applied in a local government setting, especially Newport City Council, where budget constraints may limit implementation.
The study by Nyamboga (2025) emphasises the importance of adaptable leadership that recognises the values and expectations each generation brings to the workplace. It also advocates for strategies such as flexible working arrangements and personalised development plans to boost engagement and retain talent within organisations. This point is supported by Salvadorinho, Ferreira and Teixeira (2025), who recommend that organisations adopt flexible working arrangements to enhance employee retention and wellbeing, which the younger generation see as appealing.
Drawing on Chiwisa and Mpundu (2024), the older generation—specifically Baby Boomers approaching retirement—are characterised by a strong preference for loyalty and stability in their careers. They may be more resistant to change and tend to favour in-person communication, sometimes finding it challenging to engage with differing viewpoints. This is reinforced by Becker, Richards and Stollings (2022), who highlight that tensions such as communication preferences are common in generationally diverse teams. Their study found that the most significant generational difference reported was in comfort levels with using technology. They suggest that targeted training and resources are essential to support knowledge transfer, optimise team strengths, and tailor communication approaches to meet the needs of each generation.
[bookmark: _Toc203041353]3.4 Literature gaps 
While reviewing existing literature on Talent Management in Local Government in the UK, particularly in Wales, it became evident that there is a significant gap in recent studies. Kravariti and Jonston’s (2019) and (Boselie and Thunnissen, 2017, p. 420) reviews also support this and empathised that talent management remains under researched in the public sector. One relevant source was identified, a 2008 study by Kelly (2008), which offers valuable insights into proactive recruitment strategies and highlights how Talent Management has become increasingly important as local authorities face challenges such as an aging workforce, skills shortages, and recruitment difficulties. Although these themes remain highly relevant, the age of the study limits its applicability to today’s fast-paced and competitive public sector environment. The absence of more current research underscores the need for this study to ensure that Newport City Council is effectively managing talent in line with contemporary demands and expectations of different demographics. 
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The researcher applied the Research Onion framework to guide the methodology design within this research study. The framework was developed by Saunders et al (2016) and was designed to provide structured layers for making informed research decisions by working through each layer from the outer layer to the core. 
 Figure 2. The Research Onion (Saunders et al., 2016 p. 124)









[bookmark: _Toc203041355]4.1 Philosophy 
The interpretivism paradigm has been chosen for this case study research due to its emphasis on subjectivity and the belief that reality is socially constructed. As stated by Croucher (2024, p30), “The interpretive paradigm believes reality is constructed through subjective perceptions and interpretations”. This approach empathises the importance of capturing  human behaviour through examining individual experiences and meanings. It is particularly suited to this study, which seeks to explore how employees at Newport City Council perceive and engage with talent management strategies. Interpretivism supports the adoption of mixed methods to explore the emotions, values, and personal experiences that shape employee perspectives. This paradigm will be applied to understand the lived realities of employees, their preferences, and how these influence their interaction with talent management strategies. (Adu et al., 2022).
[bookmark: _Toc203041356]4.2 Research approach 
This research adopts an inductive approach, which is appropriate given its exploratory nature. As stated by Saunders et al. (2016 p.52), “An inductive approach is intended to allow meanings to emerge from data as you collect them in order to identify patterns and relationship to build a theory, but it does not prevent you from using existing theory to formulate your research question and even to identity concept that you wish to explore in the research process” This approach aligns with the interpretivist paradigm and allows for the researcher to explore patterns and themes that reflect the experiences of employees of Newport City Council.
[bookmark: _Toc203041357]4.3 Methodology and strategies
The researcher is currently employed within Newport City Council and possesses a contextual understanding of its internal processes, as well as the opportunities and challenges related to talent management. This insight has sharpened the research methodology and helped shape the focus of the research around the challenges already identified in the proposal.
The researcher has chosen a mixed method case study methodology, which is particularly well-suited for this exploratory research. The case study approach was chosen over other designs because the purpose of the research is to understand talent management across generations within a specific organisation. Case studies allow for an in-depth exploration of a particular organisation, making this the most appropriate method as it examines issues unique to Newport City Council. (Tight, 2017, p28-30).
This approach enables an in-depth and contextual exploration of Talent Management practices across diverse demographics within Newport City Council. Case studies are a widely accepted research tool and are a preferred research method when addressing "how" and "why" questions that are central to understanding the complex dynamics of organisational behaviour and talent management strategies. Within this study, the research questions are focused on why talent management practices differ for different generations and how the challenges of these can be navigated. The data analysis process within the case study methodology also upholds the goals of the study as it values in depth interviews and surveys with participants across different generations (Yin, 2023, p.1).
The chosen mixed methodology design is the Convergent Parallel of mixed methods approach, which encompasses the collection of both qualitative and quantitative data on the same topic. (Edmonds and Kennedy, 2017). The design allows the researcher to compare and integrate findings from both methods to gain a more comprehensive understanding on the topic. Quantitative data will help identify broad trends across generations, whereas qualitative interviews will provide deeper insight into individual experiences, perceptions and values (Hesse-Biber, Johnson and Creswell, 2015).
[bookmark: _Toc203041358]4.4 Research design
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[bookmark: _Toc203041360]4.5 Time horizon 
The study will adopt a cross-sectional time horizon, using data ‘snapshot’ data from one time period. This was selected due to this method being the most appropriate for case studies carried out over a short period of time (Saunders et al., 2016 p.200).
[bookmark: _Toc203041361]5. Data collection techniques
[bookmark: _Toc203041362]5.1 Qualitative data - Interviews 
Semi-structured interviews will be conducted with participants across Newport City Council to explore a range of different perspectives. The interview will consist of open questions to encourage employee to share their experiences. As Yin (2012) contends, that interviews can offer more substantial material than data from surveys. These questions aim to gather qualitative data on employee engagement, generational expectations, and perceived strengths or gaps in current talent strategies. The responses will be analysed thematically to identify patterns and inform recommendations for Newport City Council to consider adopting. 
[bookmark: _Toc203041363]5.2 Quantitative data collection- Surveys 
Surveys have been selected as a quantitative data collection method due to their wide reach and efficiency in identifying trends and generating insights. Surveys will be designed to collect quantitative data where both open and closed questions will be used to ensure a balanced response and will be structured into sections such as demographic questions and multiple-choice questions. The survey will consist of 20 questions designed to measure perceptions of talent management practices, including training opportunities and career development. 
The questions in the surveys will be determined by the theoretical framework and objectives of the research and the Likert scale will be used to quantify responses allowing for statistical analysis. The Likert scale has been chosen to measure the opinions of the respondents, using a range of 5 categories from strongly disagree to strongly agree (C Rajendra Kumar, 2008,p108). Participants from each generation will be selected through Human Resources communication and a Microsoft Forms survey will be distributed online to reach a wide audience and to assure anonymity. (Nishishiba, Jones and Kraner, 2013)
[bookmark: _Toc203041364]5.3 Data Sampling 
The researcher will be using the disposition stratified sampling method due to their knowledge of the generations who make up the workforce. Daniel (2019) explains “Disproportionate stratified sampling is a stratified sampling procedure in which the number of elements sampled from each stratum is not proportional to their representation in the total population”. (Daniel, 2019, P.134). This approach is appropriate because the researcher already has access to Newport City Council data identifying the ages of the workforce and the aim is to explore the perspectives from each generation equally, even if some groups are smaller.  
The target sample for the survey will include employees from different generations with approximately 100 participants from each, with the aim of a total sample size of 400 individuals.  For the interviews, the researcher will follow the same method to ensure that there is a balanced representation of each generation. The study aims to capture 4-6 interviews from each generation to understand their unique experiences. These sample sizes are sufficient to identify trends and allow for meaningful comparisons across groups.
[bookmark: _Toc203041365]6. Data Analysis  
[bookmark: _Toc203041366]6.1 Qualitative – Interviews
The qualitative data collected from the semi-structured interviews will be analysed using thematic analysis. As stated by Rosala (2022), “thematic analysis is a systematic method of breaking down and organizing rich data from qualitative research by tagging individual observations and quotations with appropriate codes, to facilitate the discovery of significant themes.” This approach will involve reviewing interview transcripts to identify and group recurring themes and subjects, allowing for the researcher to structure interpretation of participants experiences and perspectives appropriately. 
The analysis will follow the six-phase framework developed by Braun and Clarke, which guides the researcher through a reflective and iterative process of identifying meaningful patterns in the data. The figure below illustrates the steps involved in this method. (McLeod, 2024) 
Figure 4 ((McLeod, 2024)[image: thematic analysis]

[bookmark: _Toc203041367]6.2 Quantitative- Surveys
The data collected from the surveys will be analysed using ANOVA (Analysis of Variance) to determine whether there are statistically significant differences in responses across the different generations surveyed. The survey will include closed-ended questions designed to categorise respondents by generation, allowing for meaningful group comparisons. ANOVA was selected as it is an appropriate statistical method for identifying differences between multiple demographic groups based on quantitative data. (Statistic Solutions, 2013)
[bookmark: _Toc203041368]6.3 Validity of data
According to McLeod (2024), “Validity focuses on the truthfulness and accuracy of findings.” It explains how the research should reflect the reality of the experiences of the participants included in the surveys and interviews and how it should be conducted ethically and transparently. The study will include a pre-testing exercise, to ensure questions and interviews are understandable and not ambiguous. Since this study also focuses on generational differences and given the digital nature of the data collection methods (e.g., Microsoft Forms for surveys and Microsoft Teams for interviews), the study will ensure digital validity by pre-testing these tools for clarity and accessibility across all age groups. To strengthen the validity of the findings, participants will be asked to check their responses and interview notes to ensure they are accurate and to validate the data. Testing for validity will allow the researcher to ensure the study collects information on all generations and will ensure the questions are relevant to the topic. (McLeod, 2024)
[bookmark: _Toc203041369]7. Limitations
The researcher acknowledges several notable limitations to this study. One key concern is the potential for bias, both from the participants and the researcher. Participants in the surveys and interviews may express personal opinions that are subjective in nature. Additionally, the researcher’s own perspectives may influence the interpretation of data, particularly given their employment with Newport City Council. This may affect how social changes and expectations across age groups are perceived and analysed.
Another limitation is the potential influence of the researcher's age on their understanding of generational differences in talent management. Age related perspectives may affect how social changes and generational expectations are interpreted. To mitigate these limitations, the study will ensure that survey and interview participants represent a diverse range of viewpoints and age groups. This approach aims to capture a broad range of generational experiences and reduce the impact of individual biases.
[bookmark: _Toc203041370]8. Resources and Timeline 
A structured timeline and consideration of potential resources will be essential to the success of this research. The project will be conducted over a 12-month period. The timeline includes the research proposal stage to reflect the initial planning and approval process before data collection begins.
Following this, the literature review will be conducted, and the ethics application will be submitted. The middle phase of the project will focus on designing the survey and interview tools, followed by the data collection stage. This will then lead into data analysis. The final phase will involve writing up all chapters, proofreading, and preparing the dissertation for final submission.
The timeline will be closely monitored to ensure progress is maintained, with flexibility built in to allow for adjustments if necessary.
In terms of resources, the project will require minimal additional support. The researcher will use Microsoft Forms to distribute the survey and Microsoft Teams for interviews—both of which are existing platforms available through Newport City Council. As a result, there will be no additional cost implications for this research.
[bookmark: _Toc203041371]8.1 Timeline 
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[bookmark: _Toc192600970][bookmark: _Toc203041372]9. Ethical considerations 
Ethical considerations play a crucial role in the design of this research study, particularly because the case study is based within the researcher’s own organisation and involves the collection of sensitive qualitative data. The study will follow the ESRC’s Framework for Research Ethics to ensure that the 6 key ethical principles are upheld. Participants will be fully informed about the purpose of the research, the methods used, and how the data will be applied. Anonymity and confidentiality will be respected, and participants will be made aware of their right to withdraw from the study at any time (Hammersley and Traianou, 2012). 
Informed consent will be obtained in writing prior to participation, and participants in both the surveys and interviews will receive an information sheet outlining the study’s aims, procedures, and their rights. Age related data will also be collected to explore generational differences in perceptions and experiences related to talent management. This data will be anonymised and used solely for the analytical purposes outlined in this proposal.
All data will be secured on Newport City Council’s protected digital files and any information obtained which is confidential documentation will be referenced as confidential. Participants will be given the opportunity to view their survey submissions and review any interview notes to ensure accuracy. Formal ethical approval will be obtained from the University of Wales Trinity Saint David. The research will comply with the university’s ethics guidelines and approval process to ensure the protection of participants rights and the integrity of the University. 
[bookmark: _Hlk202943243]The wellbeing of participants and transparency about the research will be a key consideration throughout the research process. As Iphofen and Tolich (2018) state, “the research must be open about any actual or potential conflict of interest and conduct their research in a way that meets recognised standards of research integrity.” The researcher acknowledges that, due to their position within the organisation, employees may feel sensitive discussing their experiences. Care will be taken to ensure participants feel respected and supported, and that their personal data remains confidential throughout the research process (Iphofen & Tolich, 2018). The researcher will also be mindful of any upset or distress during interviews and offer to stop or pause the interviews at any time. 
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