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[bookmark: _Toc163913983]1.	Introduction
[bookmark: _Toc163913984]1.1	Research Topic Selection
The chosen research topic is "Remote Work and Employee Wellbeing in the Tech Industry." This area of study looks at how the change from normal office work to working away or at home has affected people who are employed in tech companies, especially their mental and physical well-being. The subject is current and applicable because of increased use of remote work due to worldwide pandemic as well as ongoing move toward digital and flexible job settings within technology industry.
[bookmark: _Toc163913985]1.2	Rationale for the Research
The reason for choosing this research topic is the huge change happening in how tech companies operate and how their workers live because of remote work. When health crises made it important to keep business going, many companies had to quickly switch to remote work. This created a big worldwide test for working from home on a large scale. The fast and broad change has brought up many questions about if we can keep doing remote work like this all the time, and what effects it will have on employee health over long periods of time.
The tech industry, which is known for its flexibility and quick acceptance of new technologies, has been leading this change. Nevertheless, the impacts on workers' wellbeing due to such a transition are still not fully understood. Wellbeing is an extensive term that includes different elements like mental health state, physical condition (fitness), happiness from one’s occupation or job contentment level; equilibrium between professional life & personal life as well as fulfilment with life in general. For the situation of remote work, it’s very important to comprehend how the absence of physical office space, altered dynamics in work and blurring lines between personal life and job affect these elements related with wellbeing.
Additionally, the work culture in tech industry sets it apart. This sector is known for having high expectations, quick-moving surroundings, and a workforce that's well-versed in digital communication and collaboration tools. The specific difficulties and advantages of working from home for people who are employed in this area can have an effect on their overall health condition as well as how they perform at their jobs.
This study will add to our understanding of how remote work methods can be improved for enhancing worker's well-being in the tech industry. It also contributes to the wider discussion about future jobs, especially in sectors that allow working from a distance and are becoming more popular among employees.


[bookmark: _Toc163913986]2.	Key Literature and Contextual Issues
[bookmark: _Toc163913987]2.1	Examination of Key Literature
The academic conversation about remote work and worker wellbeing, especially in the tech industry, includes many kinds of studies, theories and facts. At first glance at the literature review it seems that research is complex in this area because it covers psychology, physicality as well as organisation-related aspects of working remotely. The most important studies have looked into mental health effects from working remotely which have shown problems like feeling lonely or stressed and getting too tired out (burnout). For example, studies done by Gajendran and Harrison (2007) show that working from a distance might lessen the conflict between work and family life. This could result in increased satisfaction with one's job as well as lower stress levels. On the other hand, different research works like those of Golden et al. (2008), highlight how remote working can possibly increase feelings of loneliness and detachment from organizational culture; this might negatively affect mental health.
Physical health factors have also been looked into, such as studies done by Song and Gao (2020). These researches concentrated on how the inactive way of living linked to remote work can cause physical health problems like musculoskeletal pain and long-term illness risk (Chandra et al., 2021). The influence of working from home on maintaining a good balance between job and personal life has been a key area of interest too. Literature indicates that the blending together of boundaries separating professional duties from individual commitments might bring advantages along with difficulties (Allen et al., 2015). Remote work can also enhance the harmony between work and life, but without strong limits it might result in job invading personal time. This could create stress and exhaustion which are not good for mental or physical health.

[bookmark: _Toc163913988]2.2	Contextual Issues and Debates
The literature on remote work and employee wellbeing in the tech industry brings up various crucial matters and arguments.
Work-Life Balance
Discussion about work-life balance, particularly in relation to remote work, can be complex because there are different views on how it affects the skill of employees to handle their personal and professional lives (Wheatley, 2012). In argument for remote working, one point is that it permits flexibility for workers. They can adjust their work hours as per personal commitments and likings. This adaptability frequently receives emphasis as a major advantage, resulting in improved employee contentment and life quality on the whole. For example, employees can begin their workday earlier or later based on their own requirements and they may reclaim time not used in traveling to work to spend it with family members, participate in hobbies or simply rest.
On the other hand, a few workers mention that it can be hard to separate work and home life. Having your job in the same place as your personal things might cause you to end up working more than planned because there is no clear line between when work time starts and stops - making it easy for someone with an at-home position to blend their jobs with personal life. This blending of employment into personal living can generate stress, exhaustion, and decrease in job contentment (Magtibay et al., 2017). The always available nature of digital communication tools can create a feeling that employees should be reachable even outside normal working times. This makes it more difficult to separate work life from personal life, and the stress caused by this overwork situation might cancel out any flexibility advantages provided by remote work. In such cases, workers could be present at home but their thoughts are still occupied with job matters - an action which goes against what we understand as achieving balance between professional and personal aspects.
Productivity and Engagement
The effect of remote work on productivity and engagement continues to be debated, with studies showing evidence for both positive and negative results (Bakker, 2011). In favor of remote work, many workers express that it offers a more peaceful setting without typical office disturbances like unplanned gatherings, office racket and disruptions from peers. This may result in higher concentration and output, letting people do deeper work which leads to increased productivity levels. Ability to Personalize Workspaces: When someone works from home, they have the freedom to arrange their work area according to their likings (Rishi et al., 2021). This can aid in boosting performance as employees are able to organise their environment in a manner that suits them best for working.
Conversely, not having personal meetings and the possible loneliness of working remotely are frequently mentioned as elements that may lower productivity and involvement (Charalampous et al., 2022). The unplanned talks and idea contributions that happen without effort in an office setting are difficult to match virtually, potentially reducing creative collaboration and team unity. Additionally, certain workers might experience a drop in motivation and involvement when they work from home because there is no formal work location or direct supervision available. Less social interactions and the possibility to feel separated from the organizational culture and coworkers may cause an employee to experience isolation or detachment, which can influence how engaged they are in their job and with others at work (Bartel et al., 2018).
The difficulty is to make a good equilibrium between setting up remote work in ways that boost output and keeping or increasing involvement from employees (Felstead and Henseke, 2017). This means dealing with not just the physical arrangement and methods of work, but also making certain that workers feel linked and appreciated within the organization even if they are not there physically. Tactics like frequent online meetings, straightforward conveying of aims and hopes, as well as promotion of community feeling among those who do their jobs remotely can assist in lessening some negative elements related to distant working environment while encouraging an industrious workforce that is involved with what it does.
Mental Health
The worry for the mental health of people who work remotely has increased, especially because many have had to quickly adjust to this way of working without much choice (Galea et al., 2020). We already know about how being isolated and alone can happen when working for long periods outside a normal office setting, as it is shown in many research studies that there could be possible dangers to mental well-being. People who work from home might feel disconnected not just from their actual workplace but also from social interactions and connections that they would normally experience in an office environment. This absence of social encouragement and involvement may cause feelings of loneliness and separation, recognized as risk elements for mental health problems like anxiety or depression (Meltzer et al., 2013).
In discussions regarding mental health in remote work, there is a strong focus on the importance of having solid psychological support systems. Employers are being acknowledged more and more as crucial parties that should provide this type of assistance (Davidov, 2002). It might involve giving workers access to resources for mental health, making sure managers check in with them often, or creating chances for social interaction among remote employees such as setting up virtual groups and regular social events online so they do not feel isolated. Additionally, it is very important to train managers on how they can identify signs of mental health problems and give proper assistance. This helps in keeping a good remote working team.
The handling of stress caused by work is another important part in mental health while working remotely (Shimura et al., 2021). When there are no clear lines dividing work and home life, people might end up working for longer periods and feeling more pressure. This can add to their stress levels and also contribute towards burnout. So, it becomes significant to create a culture that appreciates personal time outside of work and sets up understandable rules about working hours. These actions could aid in stopping burnout from happening, as well as supporting mental health wellbeing (National Academies of Sciences, 2019).
Employee Autonomy vs. Surveillance
In its nature, remote work brings an independence to the employees that is not often found in usual office environments. This freedom can create more job contentment and a feeling of responsibility and power over work (Pearson  and Moomaw, 2005). But, this change has also brought about the use of digital watching tools where some employers want to keep an eye on what their remote workers are doing so they stay productive and responsible. This process might bring about strain and dispute because the adoption of monitoring devices could be seen by workers as not having faith in them, invading their personal space. This may affect their feeling of independence and possibly even impact how satisfied they are with work or morale levels.
The worries about ethics and privacy connected to digital surveillance in remote work are important. They spark a wider discussion on finding equilibrium between an employer's requirement for productivity and the employee's right to keep their matters private as well as maintain personal independence (Stanton and Stam, 2006). People start asking questions like how much monitoring is required, or if it can be done without damaging trustfulness or violating someone else's personal space? Clearly communicating the extent and purpose of surveillance, as well as involving employees in creating monitoring policies, can help lessen these worries (Comfort, 2007). The key to maintaining a good relationship between employer and employee in remote work lies in setting clear reasons for surveillance, limits on what can be monitored and ensuring that monitoring is done ethically and respectfully.
Also, it is pertinent to contemplate how surveillance could affect employee independence and then influence job satisfaction and involvement. Autonomy is really important for keeping workers motivated and happy, but when they feel too much supervision it can lead to less freedom (Moreau and Mageau, 2012). This might cause a drop in job happiness as well as productivity. So, the right mix of needed watchfulness with giving space for independence and trust is very important to make remote working work well.
Technological Advancements and Challenges
Tech industry is at forefront of taking up and creating technologies that make remote work possible, showing their flexibility and forward-looking characteristic (Pólvora et al., 2020). Progression and use of cloud computing, team working tools and security methods have allowed a switch to remote work not imaginable in past eras. Those who work in the tech field are frequently more knowledgeable about digital tools and platforms, making it easier for them to adapt to remote working situations.
But the changeover also faces obstacles. One big problem is digital division, where differences in technology entry may make inequality among workers (Mossberger et al., 2003). It's possible that not every employee has equal availability for fast internet or sophisticated hardware and software tools in their own homes. This could influence how well they can do job tasks from a remote location. This inequality can create a workforce with two levels, where certain employees are better prepared for remote work compared to others (Robinson et al., 2020). This situation might affect productivity, teamwork and total job contentment.
Additionally, the fast embrace of fresh technologies for distant labour might pose issues in training and skill enhancement. Workers could require swift learning of novel software or platforms, which might be demanding and need time (Swift, 2001). In tech industry it is crucial that all workers get enough training and assistance so they can use these technologies proficiently. This comprises not only the technical parts of the tools, but also education on handling specific requirements of remote work like managing time, rules for digital communication and cybersecurity methods.
Future of Work
The argument about the next phase of work within the tech industry, specifically regarding if remote work is sustainable or not, has many elements and it continues. It focuses on whether changes caused by worldwide health events are short-term adjustments or signify a more lasting alteration in how we conduct our business. The technology field, famous for its flexibility and creativity, has been leading this change. Many times, it establishes patterns that other industries imitate (Casper and Whitley, 2004).
The mix of remote work practices within conventional work settings brings up thoughts about its effect on culture inside organizations, what employees anticipate, and how work is planned (Sewell and Taskin, 2015). Organisational culture, which has usually been founded on physical office areas and personal meetings, sees a new meaning as remote working grows more usual (Schein, 2009). Companies need to discover methods for keeping a unified culture and feeling of community among workers who may hardly ever meet face-to-face.
Also, the expectations from employees are changing. They now want more flexibility in where and when they work. The typical 9-to-5 job at an office is not always what people in tech choose as their default option anymore. This leads to a rethinking of what we consider to be productive workplace environment. Workers desire improved equilibrium between their jobs and personal life situations; often viewing remote work as one crucial constituent for attaining this equilibrium.
Furthermore, work design itself is changing. There is a bigger importance on results, not procedures. The focus moves more towards what workers create and less about how many hours they spend in an office. This change requires reconsidering ways to measure performance, management methods and even the type of employment agreements to fit with this flexible approach that remote work allows for which highlights producing outcomes instead of focusing purely on time spent at a location (Zhang et al., 2021).


[bookmark: _Toc163913989]3.	Research Aims, Objectives and Question
[bookmark: _Toc163913990]3.1	Research Aim
The main goal of this research is to study how remote work affects the health and happiness of employees in technology field. The intention is to gain a deep comprehension about how working from distance influences mental and physical well-being, balance between personal life and job tasks, as well as total contentment among workers within tech industry.
[bookmark: _Toc163913991]3.2	Research Objectives
To achieve the aforementioned aim, the study sets forth the following objectives.
1. To investigate how remote work affects the mental health of employees in the tech industry, including aspects such as stress, anxiety, depression, and feelings of isolation or connectedness.
2. To explore the physical health outcomes of remote work, focusing on ergonomics, physical activity levels, and the prevalence of work-related ailments among remote employees.
3. To comprehend how remote work affects the equilibrium of personal and professional life, it is important to observe elements like flexibility, working hours and capacity for disconnection from work.
4. To evaluate the effects of remote work on worker productivity and involvement, taking into account the advantages and hurdles in remote working settings.
5. To investigate the role played by technology in enabling or obstructing remote work, e.g., employing communication and teamwork software, along with ramifications associated with digital monitoring methods.
[bookmark: _Toc163913992]3.3	Research Question
Guided by the aim and objectives outlined above, the central research question for this study is:
· What impact does remote work have on the wellbeing of employees in technology field, taking into account different aspects like mental and physical health, balance between work and life, productivity aspect as well as influence from technology?
This question forms the central query of the study, aiming to reveal how remote work practices impact the wellbeing of tech industry workers in subtle manners. The investigation will be comprehensive in nature, encompassing all aspects of wellbeing dimensions to present a thorough and unified comprehension regarding remote working experience within technology sector.


[bookmark: _Toc163913993]4.	Proposed Paradigm and Methodology
[bookmark: _Toc163913994]4.1	Research Paradigm
The selected research paradigm for this study is positivism (Park et al., 2020). It sees reality as objective and believes we can find it by observing and using reason. This method fits with examining how working from home impacts worker wellness in the tech sector because it lets us gather measurable data to analyze patterns, connections and causes.
[bookmark: _Toc163913995]4.2	Methodology: Quantitative Survey
To put the research into action, we will use a quantitative survey method. We choose this because it is good at collecting lots of information from a large sample size, which can be analysed using statistics to test hypotheses and make conclusions about the wider population.
[bookmark: _Toc163913996]4.2.1	Survey Design
The survey will have a form of closed questions, using Likert scales, multiple choice and rating questions to evaluate different sides of employee wellness in remote work setting. This design helps in giving numbers for attitudes, thoughts and actions towards working from home effects on mental health and body condition, work-life balance as well as efficiency along with technology usage (Rodríguez-Sánchez et al., 2020).
[bookmark: _Toc163913997]4.2.2	Sample Selection
The survey's sample will be made up of workers in the technology field who are doing their jobs remotely. A method called stratified random sampling is planned to use so that there is a good mix of different types: demographics, job roles and sizes for companies within tech industry (Robinson, 2014). This choice helps to obtain a balanced understanding about how working from home affects people's wellbeing in different situations or groups.
[bookmark: _Toc163913998]4.2.3	Data Collection Procedure
Online data collection will be used, so the survey can be shared through email and professional networking sites (Merolli et al., 2014). People who respond to the survey will not have their identities revealed, and all answers they give are private as well. This method is chosen for its ability to encourage honest feedback from respondents while also offering a convenient way for them to complete the task within an acceptable time frame; these factors should help maintain high response rates and produce robust data that can be relied upon.
[bookmark: _Toc163913999]4.2.4	Statistical Analysis
The survey data, when gathered, will undergo analysis with statistical software to carry out descriptive and inferential statistical analyses. Descriptive statistics are able to give a summary of the data collected by explaining central tendency and dispersion of variables (Heumann and Shalabh, 2016). Inferential statistics like correlation or regression analysis can be utilized for hypothesis testing. They help in examining relationships between remote work practices as well as different wellbeing outcomes.
The use of quantitative survey methodology in this research is advantageous for many reasons (Nardi, 2018). It assists with gathering data from a big and varied group of participants, giving an extensive viewpoint on the influence of remote work in the tech sector. Moreover, because it's a structured method, the survey aids in easy analysis and understanding of data which results to direct applicable knowledge.
However, we must also be cognisant some possible limitations of this methodology. One possibly is the use of self-reporting data, which can be influenced by personal bias (Gomes et al., 2019). To lessen this issue, we will make sure that the survey's design has impartial phrasing and a fair array of choices for responses. We will also guarantee the anonymity of those participating in the survey to promote truthful and precise answers.


[bookmark: _Toc163914000]5.	Evaluation of Research Methods
The chosen method for this research is a quantitative survey, which has distinct advantages and disadvantages that influence the study's design and outcomes.
[bookmark: _Toc163914001]5.1	Advantages of Quantitative Surveys
Standardisation
Quantitative surveys are highly structured, giving consistent information for comparison and analysis (Yilmaz, 2013). This uniformity lessens the chance of researcher prejudice and makes sure the gathered data can be compared directly among all those who answered.
Scalability
Surveys can be distributed to many people at once, which helps gather data from a wide range of sample. This improves the possibility of generalizing findings and makes it more likely to represent views from larger population.
Statistical Analysis
The data collected has a quantitative quality, and this can be evaluated with statistics (Dutta et al, 2013). Thus, researchers may detect trends, repetitions and connections in the information to draw more certain and impartial conclusions about how remote work affects the welfare of workers.
Efficiency
Surveys can be distributed and completed quickly, especially through online platforms. This efficiency allows for the collection of substantial amounts of data in a relatively short time period (Wang et al., 2016). It is also less costly when compared with qualitative methods.
[bookmark: _Toc163914002]5.2	Disadvantages of Quantitative Surveys
Lack of Depth
Sometimes, surveys might not be enough to express the rich experiences and emotions of those responding. The set format can restrict the scope for investigating subtle perspectives and may not completely encompass intricate matters such as mental wellness or work contentment (Nisbet et al., 2011).
Response Bias
Responders might give answers that are socially favoured, or they could not fully participate in the survey, which can cause inaccuracies (Tourangeau et al., 2000). The surveys being anonymous can help lessen this issue but it is still a concern.
Over-Simplification
The requirement for questions to be standardised might cause a simplification of intricate matters. This could make it difficult to grasp complex or multi-layered elements about remote work and its influence on wellbeing.
Non-Response
Non-response bias is a constant risk (Nishimura et al., 2016). The people who do not participate in the survey may have important differences with those who do, and this can cause results to be distorted.


[bookmark: _Toc163914003]6.	Effective Methods and Tools for Data Collection
[bookmark: _Toc163914004]6.1	Online Survey Platforms
Platforms on the internet where surveys can be set up and responses collected, such as SurveyMonkey, Google Forms or Qualtrics, are very useful for distributing and gathering survey data (Eyal et al., 2021). They have several benefits that make them a good choice for this task. First is how easy it is to use these platforms; they don't need any special technical skills or knowledge about coding. This makes it simple to create a survey quickly without needing help from professional programmers or designers. Secondly, these online survey platforms are easily accessible to all participants from any location with an internet connection; this flexibility is particularly beneficial when studying populations engaged in remote work. Thirdly, customization options allow you to adjust the design of your questionnaire according to specific research needs; for example by including various question types like Likert scales (where respondents indicate their level of agreement/disagreement), multiple-choice questions or open-ended queries (Alrefai, 2017). Platforms make data management easier by gathering and arranging information automatically. This helps in quick analysis of data and lessens mistakes in inputting details because everything is done through the system. Online platforms can also keep the identity of respondents hidden, making responses more reliable and truthful.
[bookmark: _Toc163914005]6.2	Evaluation of Data Collection Tools
Assessing the success of these tools for gathering data involves thinking about some elements (Watkins et al., 2012). Ease of use is important, such means must be simple for both researchers and people who respond to it. This assists in obtaining a high rate of response as well as accurate data collection. The possibility to adapt surveys is very important so that the questions match exactly with the research goals, acquiring needed details properly. Most platforms have their own data analysis tools, making the initial research easier because it can quickly carry out some basic analysis (Batrinca and Treleaven, 2015). Due to the kind of sensitive wellbeing data involved, security and privacy are very important aspects. The selected platform must follow strict data protection rules to make sure that all collected information is kept confidential and its integrity remains intact.


[bookmark: _Toc163914006]7.	Resource Implications and Needs
[bookmark: _Toc163914007]7.1	Costs
The money needed for this research is mostly about making, sending out and studying the survey. The main parts of cost are related to subscribing to survey platforms. This is especially important for getting high-level characteristics like better safety, more customization and complex analysis tools. Data analysis may need special software like SPSS or SAS that requires a license fee. Budgeting for incentives and miscellaneous expenses can also help improve the response rate from them (Barr and McClellan, 2018). These incentives could be things like money or gift vouchers which will influence how much budget is needed for this task. Also, sometimes there are other types of costs that might come up such as training people doing research in collecting and analysing data methods; getting more equipment or software; also paying for any administrative work related with managing the whole project's research activities.
[bookmark: _Toc163914008]7.2	Time
The time needed for the research project has different parts. Designing and trying out the survey, which involves making questions and making sure that it is clear and trustworthy, takes up significant time (Rea and Parker, 2014). How long data collection phase lasts depends on how many people respond to the survey as well as how easy it is to reach these individuals - this makes sure there is enough time set aside for both initial participation in addition to follow-up attempts. Analysis of data is yet another task that demands a lot of time, particularly when using complicated statistical techniques. Lastly, collecting all the results from research and putting them into an inclusive report along with sharing outcomes by means like presentations or publishing papers also need considerable amount of hours.
[bookmark: _Toc163914009]8.	Time Plan for the Research Process
A tentative timeline for the research process is essential for managing the various phases effectively. The following schedule outlines the proposed plan.
	Activity
	Month 1
	Month 2
	Month 3
	Month 4
	Month 5
	Month 6
	Month 7
	Month 8

	Planning and Design
	✓
	✓
	
	
	
	
	
	

	Survey Design and Testing
	
	✓
	✓
	
	
	
	
	

	Data Collection
	
	
	
	✓
	✓
	
	
	

	Data Analysis
	
	
	
	
	✓
	✓
	
	

	Reporting and Dissemination
	
	
	
	
	
	✓
	✓
	✓


During the first two months, attention will be given to Planning and Design. In this phase, we formulate the research framework and pinpoint main variables for study guidance. At the same time, we design a survey instrument that involves creating questions and arranging the format of survey (Blair et al., 2013). The pilot version of the survey will be carried out and its effectiveness tested, making changes according to the feedback.
The next 2 months, named as Months 3 to 4, are for Data Collection. In these months the survey will be started and sent to chosen participants. Concentration will be given on checking how many people respond and following up with those who have not yet completed it so as to attain a good sample size for analysis (Fugard and Potts, 2015).
For the stage of Data Analysis, we will use Months 5 and 6. This includes gathering and sorting the survey data, then doing statistical analysis to test our ideas and study connections between different variables. We will understand what these findings mean for remote work and how they affect employee wellness, giving us answers to the main questions in this research.
The last stage, from Month 7 to Month 8, is of Reporting phase. It includes writing the dissertation report that will gather introduction, methodology, results and discussion as well as conclusion parts of this study in one place.


[bookmark: _Toc163914010]9.	Ethical Considerations
The research demands a thorough examination of ethical considerations to ensure the integrity of the study and the protection of participants’ rights and well-being.
[bookmark: _Toc163914011]9.1	Participant Consent
Gaining informed permission is the most significant aspect in this research. People who take part should fully understand the kind of study, why it is being done, what will happen during it and possible influences before they make a decision to participate (Park, 2009). All participants will receive forms for giving consent which explains their aim of study, how involvement works and use of data collected from them along with their rights such as having the right to leave at any time without being penalised.
[bookmark: _Toc163914012]9.2	Anonymity and Confidentiality
Anonymity and confidentiality for participants are of high importance, particularly when dealing with data linked to personal feelings of wellness and mental health (Mantelou and Karakasidou, 2019). The survey will not gather personal identifiers, so it's impossible to trace the collected data back to specific participants. All the acquired information is stored safely only accessible by the research team solely for this study's objectives.
[bookmark: _Toc163914013]9.3	Risk Minimisation
The research design will try to reduce any possible dangers for participants. Because the subject of wellbeing might touch on sensitive matters or cause emotional pain, the survey form has been formulated in a way that it doesn't include intrusive queries and doesn't guide responses which could create discomfort or tension (Joseph, 2012). Additionally, if participants feel troubled due to their involvement in the study, they will be given details about support services or mental health and wellbeing resources available for assistance.
[bookmark: _Toc163914014]9.4	Data Handling and Storage
Data from the survey will be treated with confidentiality and stored in a secure manner to stop unauthorised access. Digital data shall be encrypted and kept on safe servers, while hard copies of data will be stored in locked cabinets situated at secure places. The data will only be kept for the time period required to finish research purposes, after which it is securely discarded.
[bookmark: _Toc163914015]9.5	Ethical Approval
Before starting the study, we will ask for approval on ethics from the corresponding institutional review board or committee. This procedure includes a careful examination of our research plan, concentrating on its ethical effects and how we intend to handle them. The advice given by this committee will help us improve our research method and make sure that all ethical worries are looked into properly.
[bookmark: _Toc163914016]9.6	Transparency and Reporting
The research will be done transparently and with ethical reporting. The findings of the study will be reported without hiding any results that are not convenient or giving a wrong representation of data. In the end, when writing up this report it's important to show possible limitations in what's been studied as well as biases that might influence these findings.
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