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The research focuses on sector differences in diversity and inclusion of culture, making it clear and a well-defined area of study. This topic is worth exploring as diversity and inclusion remains a significant workplace issue, and comparing sectors help explain why inclusive practices are more effective in some organisations than others. This topic is manageable for small scale qualitive research, as interviews can provide insights into employees experiences in different sectors. It is also suitable for small-scale quantitative research as surveys can be used to measure perceptions of inclusion, fairness, and leadership with a limited sample size. 







Part 1 - Qualitative data 
Introduction 
[bookmark: _Int_uYptgw0G]The research explores the extent to which diversity and inclusion practices influence employee wellbeing in a contemporary ogranisation. Growing evidence suggests that inclusive organisational culture enhances psychological safety, belonging, and mental wellbeing (Shore et al., 2011). Because wellbeing does associate with job satisfaction, performance and organisational commitment, understanding how diversity and inclusion shapes employees lived experiences is valuable for employers. 
The study has used a small-scale qualitative design involving semi-structured interviews with three individuals working across different organisations. The aim of these interviews is to explore how individuals perceive diversity and inclusion practices, how these effect emotional and psychological wellbeing and what improvements organisations could make. 
Method
Qualitive method selection and justification  
A semi structured interview was chosen because it allowed the participants to express their personal experiences on a deeper level, while still giving the researcher the flexibility to ask follow up questions (Bryman, 2016). Qualitive methods are suitable for exploring personal and subjective experiences, such as inclusion, belonging, and psychological safety (Creswell & Creswell, 2018). This method is flexible and helps produce detailed data for thematic analysis. 
Participants and recruitment 
Three participants were recruited using connivence sampling 
· Participant A – shop colleague in retail 
· Participant B – sub agent in civil engineering 
· Participant C – occupational health nurse in local authority 
All participants received an information sheet, signed consent form, and were assured of confidentiality in accordance with UWTSD ethics form. 
Interview procedure 
The interviews were conducted between 18-25 March 2026, each lasting approximately 20 minutes long. All participants were provided with consent forms and were assured about confidentiality in line with UWTSD ethics form.  A semi structured schedule covered workplace environment, fairness, leadership, experiences of inclusion or exclusion and well-being. Interviews were audio recorded and transcribed for analysis. 
Data analysis 
Transcription and coding 
Transcripts were analysed using (Braun & Clarke, 2021), six phase thematic analysis, beginning with familiarisation and initial coding. Codes include “unequal opportunities”, “feeling valued”, “leadership influence”, “team belonging”, “fair treatment” and “strong inclusion culture”.
Theme development 
Codes were refined into four themes 
· Fairness and opportunities 
· Feeling valued and well being 
· Leadership influence 
· Sector differences in inclusion culture 
Finding themes 
Theme 1 –fairness and opportunity distribution 
Fairness was a central issue of shaping inclusion and wellbeing. Participant 1 described promotional inequality 
“Management hand pick who they want to progress rather than put the job advert out for anyone to apply”
Participant 2 also echoed similar concerns 
“Promotions and recognition are not fairly distributed”
Critically, these findings highlight a disconnect between organisational diversity and inclusion of policies and lived experiences. Even when policies exist, unfair practices undermine their impact. This supports (Dobbin & Kalev, 2016) argument that diversity and inclusion efforts fail when not embedded into everyday manager behaviour.  

Theme 2 – feeling valued as a driver of wellbeing
Feeling valued strongly influenced motivation and emotional wellbeing. Participant 1 said 
“When you feel valued, you are definitely more motivated to work better”
Participant 2 described being invited to go to a rugby event a recognition 
“It made me feel appreciated for the work i am doing”
 Participant 3 linked inclusion with confidence 
“i have felt very included, colleagues offer support and advice”
Participant 3 strong inclusion culture versus participant 1 weaker retail experience show how sectors structures shape diversity and inclusivity. Public sector equality duties support consistent inclusive practice, while retail and civil engineering priorities operations, so diversity and inclusion are less embedded (GOV.UK, 2023). 
Theme 3 – leadership influence on inclusion 
Participants described that leadership behaviour is central to inclusion 
Participant 1 felt unable to speak up due to preferential treatment 
“Management have family in the staff, i don't feel comfortable about speaking up”
Participant 2 wanted more visibility from senior leaders.
Participant 3 described supportive leadership
“i feel heard, I'm given more opportunities for training”
Participant 3 supportive leadership, compared to participant 1 and 2s reports limited visibility and unfairness, which shows that inclusive leadership is a systemic capability rather than an individual trait. As (Nishii, 2013) notes, inclusion of climate depends on leadership on multiple levels, and the interviews illustrate that inconsistent leadership reduces psychological safety even when diversity and inclusion of policies exist.

Theme 4 – sector differences in diversity and inclusion culture 
Distinct differences emerged across the different sectors 
Retail 
· Diversity and inclusion policies exist, but implementation is inconsistent 
· Some inclusion issues and unfair treatment still continue 
Civil engineering 
· Inclusion is seen as “industry standard” but lacking fairness in recognition 
Local authority 
· Strongest diversity and inclusion culture, with training, reasonable adjustments and equal opportunities 
“All colleagues are given the same opportunities, lots of training available”

Clear sector differences are evident in diversity and inclusion of culture. In retail although formal d&l policies exist, research shows operational pressures and cost often prevent consistent implementation, allowing unfair treatment to still exist (“Retail Makes Strides on Diversity, but Inclusion Remains “the Nut to Crack,” 2021). Civil engineering promotes inclusion as a “industry standard”, yet studies highlight ongoing issues with fair recognition and progression, particularly for underrepresented groups (EngineeringUK, 2024). In contrast, local authorities demonstrate a more consistent d&l cultures due to legal obligations under the public sector equality duty, which requires equality considerations to be embedded into everyday practice, training and reasonable adjustments (GOV.UK, 2023b). 
Overall, these findings show that diversity and inclusion policies only positively influence employee wellbeing when they are consistently applied in practice, supported by inclusive leaderships and aligned with fair organisational processes. Across retail and civil engineering, participants expereinced gaps between formal policies and lived experiences, leading to feelings of unfairness, low recognition and reduced psychological safety. In contrast, the local authority partcipant reported stronger wellbeing outcomes due to embedded inclusion practices driven by legal obligations and supportive leaderships (GOV.UK, 2023b). This suggests that inclusion is shaped more by organisational structures and leadership behaviours than by policy presence alone. 


Conclusion 
This qualitative study concludes that d&l practices strongly influence employee wellbeing across sectors. Feeling valued, experiencing fairness and having supportive leaders were the strongest contributors to wellbeing. However, inconsistencies in policy application and leadership behaviours reduce the effectiveness of diversity and inclusion initiatives 
Future research 
The future research could use a larger sector specific qualitive samples and mixed methods designs to explore how organisational culture and leadership practices shape the effectiveness of diversity and inclusion initiatives and their impact on employee wellbeing. 




part 2 – quantitative data 



Title - A quantitative study on the impact of diversity and inclusive practices on employee wellbeing. 

Introduction 
Quantitative research provides a structured method for examining patterns and relationships between diversity and inclusion practices and wellbeing. Wellbeing in the workplace is strongly influenced by the feeling of inclusion, fairness, and psychological safety (Edmondson, 1999). This study uses survey data from 42 employees to explore how diversity and inclusion practices, leadership behavior and workplace culture affect wellbeing outcomes. The analysis aims to quantify employee perceptions and identify statistical trends that support or challenge existing theory. 

Survey design 
Structure and rational 
A structured 10 item survey was developed using Microsoft forms, the survey incorporated
· Multiple choice questions 
· Likert scales assessment 
· Behavioral frequency items 
Closed questions allow researchers to identify patterns across a larger group and ensure consistency in responses (Bryman, 2016). The survey was structured around key constructs which are known to influence wellbeing, such as inclusion, organisational fairness, and psychological comfort (Cox & Blake, 1991). 

Research aims 
Each question was directly linked to the core research question, for example:
· “How would you describe your overall experience of inclusion at work”
· “I feel psychologically safe to express concerns or ideas at work”
· “Leadership demonstrates inclusive behavior” 
This alignment ensures that the survey has both context validity and construct validity (Creswell & Creswell, 2018). 

Sampling approach and distribution 
Sampling strategy 
A convivence sampling approach was used, involving 42 respondents who voluntarily completed the survey. Although this method limits external validity, it is appropriate for small-scale student research and enables efficient data collection (Bryman, 2016). 
Distribution 
This survey was distributed through internal communication channels. Responses were anonymous, reducing bias and increasing honesty, especially for sensitive topics like discrimination or leadership behavior (reference)

Statistical data
The statistical outputs were generated from the data set are provided in the appendix, where they summaries key variables such as inclusion experience, comfort expressing identity and perceived organisational commitment to diversity and inclusion. These statistics support the interpretation of trends discussed in the section and offer an overview of respondent's perceptions based on all 42 survey responses. 

Key findings of the statistical data 
	Perceived inclusion 
	22 out of 42 respondents selected “very inclusive, which indicates a strong perception of inclusion in the workplace 

	Well-being drivers 
	The most common factor influencing wellbeing was “feeling valued and respected (19 responses), which highlighted the emotional foundation of wellbeing, which is consistent to the findings by (Shore et al., 2011). 

	Organisational commitment 
	18 respondents answered “yes definitely” when asked if their organisation takes diversity and inclusion seriously. 

	Experience of non-inclusive behaviour 
	While 25 participants reported to no experience, others identified 
· Offensive or inappropriate language
· Lack of accessibility 
· Unequal opportunities  

	Comfort expressing identity 
	22 employees expressed they felt “very comfortable”, indicating a workplace culture that supports authenticity.

	Participating in diversity and inclusion activities 
	The most common response was “rarely” (17 responses), suggesting low engagement with diversity and inclusion programmes despite positive perceptions of inclusion.




Interpretation and analysis 
Relationship between inclusion and wellbeing
Finding show that the respondents who rated their workplace as “very inclusive” also tended to 
· Agree they feel psychologically safe 
· Feel valued by their colleagues 
· Agree that diversity and inclusion positively affect their wellbeing 
This reflects research showing that inclusive environments enhance job satisfaction and mental health (Edmondson, 1999). 
Leadership influence 
A significant number of respondents selected 
· “Supportive management”
· “Leadership behaviour”
As the factors that most improve their wellbeing at work. 
This aligns with (Nishii & Mayer, 2009) work, which explains how inclusive leadership strengthens trust, belonging, and well-being. Supportive leadership behaviour such as recognition, fairness, and openness was reflected in positive wellbeing responses. 

Effects of non-inclusive behaviors 
Participants who had experienced non inclusive behaviours reported 
· Lower comfort levels when expressing their identity 
· Reduced psychologically safety
· Neutral or weaker agreements with well-being statements 
Even though only a minority experienced this behaviour, research shows that isolated incidents can significantly undermine wellbeing and trust (Mor-Barak, 2014)

Participation in diversity and inclusion activities 
The low level of participation in formal diversity and inclusion activities may suggest 
· Employee value informal, everyday inclusion more than structured events.
· Diversity and inclusion of activities may lack relevance or engagement.
This aligns with contemporary research showing that interventions have limited long term impact unless embedded in everyday culture (Dobbin & Kalev, 2016). 

These findings show a clear relationship between diversity and inclusion and employee wellbeing, as the respondents who perceived their workplace as inclusive were more likely to feel psychologically safe, valued and positive about their wellbeing supporting (Edmondson, 1999) theory. Leadership was identified as a key influence, with supportive management and inclusive leadership linked to higher wellbeing, which aligns with (Nishii & Mayer, 2009). Although only a minority experienced noninclusive behaviour, these incidents were linked to reduced psychologically safety and weaker wellbeing. Low engagement with formal d&l activities suggest employees value everyday inclusive behaviour more than structured initiatives (Dobbin & Kalev, 2016). 

Conclusion 
The quantitative finding provides strong evidence that diversity and inclusion practices significantly influence employee wellbeing. Positive inclusion experiences were associated with higher psychological safety, trust in leadership, and overall wellbeing. Non-inclusive behaviours have a negative impact on wellbeing indicators. 
Future research 
Future studies may expand sample sizes, include demographics analysis, or conduct more statistics to measure the strengths of identified relationships. 
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Interview questions 
.Can you briefly describe your role and how long you have worked at your organisation for?

I have worked at my organisation for approximately two and a half years. My role is customer service based. I supervise the self checkout area and I help customers in the store.

2. How would you describe your workplace environment in general?

My workplace environment in general is quite a happy place to work. All the colleagues get on very well together and we make a very good team and if we do have problems we do discuss it amongst ourselves.

3. What does diversity and inclusion mean to you in a workplace?

It means that everybody should be treated the same regardless of who they are or what they are.

4. How would you describe your organisation's approach to diversity and inclusion?

My organisation's approach is everybody is welcome regardless of who you are, what colour you are, what religion you are. Everybody is welcome.

5. Can you give examples of any diversity and inclusion practices or initiatives that your organisation offers?

Our organisation offer a number of training support schemes such as neurodiversity training and support, disability at work placement scheme, pilot programmes which help colleagues hiring people with things such as Aspergers and autism, and again we have the everyone's welcome policy.

6. What positive changes have you noticed as a result?

None.

7. Do you believe opportunities are distributed fairly?

In my organisation, I don't feel this is the case. I feel management handpick who they want to progress further in the company rather than put the job advert out for anyone to apply.

8. In your experience does feeling valued at work influence your motivation or performance?

Absolutely, I think when you feel valued you are definitely more motivated to work better.

9. How effective do you think your organisation, diversity and inclusion policies are?

Not very effective.

10. Can you describe a time where you felt particularly included or excluded in your organisation?

I once felt particularly excluded when management celebrated with half of the team about their good work and the other half of the team were completely left out.

How did this affect you?

I was a little bit upset and a little bit angry that half the team were praised and half the team wasn't when we all do the same job and to the same abilities.

11. Do you feel a sense of belonging in your organisation? If so what contributes to this feeling?

Absolutely and it's all down to the colleagues I work with.

12. Do you feel comfortable about sharing your opinions or speaking up in your organisation?

I don't feel comfortable speaking up as management have family in the staff, therefore I feel like it would get back to my colleagues if I did say anything.

13. Have you ever experienced bias or unequal opportunities?

Yes, in my organisation they offered a position straight to one member of staff without asking anybody else if they were interested in that position.

14. Do you think diversity and inclusion practices for organisations are important for today? If so why?

I do believe they are important as I have a disabled child and I hope in the future that he will be able to get a job and feel included himself.

15. Are there any areas which your organisation could improve on?

Yes, communication between staff.

16. How does diversity and inclusion affect your overall wellbeing at work?

I don't really feel like it affects me at work, so to speak.

17. Is there anything else you would like to share about diversity, inclusion and well -being at work?
No

18. How included do you personally feel at work?

I feel like I can be myself and I am supported when needed both professionally and personally in my job.


1.I have worked as a sub-agent for a civil engineering company for just over 4 years and am primarily based on site. While work is generally planned and well organised, the nature of the role means there are periods that require a more reactive approach.

2. Diversity and inclusion means to me , people from different backgrounds and experience levels working together as a team to collectively build a project. 

The organisation set out what needs to be done, it's then down to site management to allocate work based on people's previous experience,  competence and within reason what new experience individuals want to gain.

Generally I feel included to a certain point in my work,  this is very common within the industry. 

3. To feel that you are contributing and appreciated for what you do has a massive impact on wellbeing at work.  Was invited to attend a rugby match by the company made me feel included which also made me feel appreciated for the work i am doing. 
Feeling valued has a massive influence on motivation and performance 

4.  I have felt part of all the teams I have worked with. Cos of being given important things to look after.
In my opinion Promotions , recognition is not fairly distributed, due to snr management not having a good understanding on who does what on a day to day basis. 

I feel fine speaking up and sharing my opinions at work 

5.The companies D&I are no better or worse than any other company that works in the same sector.  More visibility and feedback from snr management would improve the company D&I


1.  I am an occupational health nurse for the local authority and started in the role in July 2025. My workplace environment is calm and a nice place to be with flexibility of working from home and the office. 
2. ⁠diversity and inclusion means to me that all colleagues of all grades, ages, ethnic backgrounds and disabilities are given the same opportunities within the work environment. Nobody should be of a disadvantage. My organisation is very up to date with diversity and inclusion, there is lots of things in place such as reasonable adjustments to ensure all have the same chances at the job role. Everyone I have come across has seemed to be accepted for who they are. The local authority has lots of training for awareness of diversity and inclusion and also holds workshops and has team chat groups. Along with policies and procedures that govern how this is managed. I personally feel very included with many opportunities offered as a new member of staff.
3. ⁠Inclusion and diversity ensures people are happy and comfortable in the work place e allowing them to be themselves. I have felt very included as a new team member where colleagues have offered support and advice. I am also given lots of opportunities for training allowing me to become more qualified within the team. 
4. ⁠feeling valued is very important without feeling valued I think k I would become uninterested in work and not wanting to try my best as my self esteem and motivation would be low. 
5. ⁠I feel like I belong as I am invited to activities with colleagues both in the work place and in free time. I am given opportunity to express my ideas and they are open to changes within the team 
6. ⁠all staff in the team are encouraged to participate in training  so I feel this is fair. Not witnessed any unequal treatment I feel safe to voice my opinions and feel heard. 
7I would like to think with the amount of training provided and services available they would be very effective. I have noticed all employees being treated fairly. I think the authority I work for have plenty in place at this time 
8. ⁠well being in work allows people to feel valued and i think this is very important.

Questionnaire answers 
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APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. 

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

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

This form must be completed and approved prior to undertaking any research activity. 

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Neeve jacobs 

	2
	Student Number:
	2405955

	3
	Email address:
	2405955@student.uwtsd.ac.uk


	4
	Programme of Study:
	BMSP5007 Business Inquiry & Research

	5
	Supervisor:
	Helen Evans 



SECTION B:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific dodes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice To Tick
	y

	2
	UWTSD Research Data Management Policy  To Tick
	y



SECTION C: Details of Research Activity
	1
	Indicative title:
	Business Inquiry and Research Module Assignment 1, 
part 1  qualitative research report
part 2  quantitative research report


	2
	Proposed start date:
	15-03-2026
	Proposed end date:
	07-05-2026

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

	3
	Purpose of Research Activity

Part 1 - The purpose of the qualitative study is to explore employee perceptions and experiences of diversity and inclusion practice in the workplace. It aims to get insight into how employees feel about inclusion, fairness and belonging, and how these experiences impact their wellbeing 
Part 2 – The purpose of the quantitative study is to measure the relationship between diversity and inclusion practice and employee well-being. This will involve collecting numerical data to identify patterns, relationships and the extent to which inclusive practices contribute to improved well-being outcomes 


(this box should expand as you type)

	4
	Research Question

State your Part 1 – How do employees perceive diversity and inclusion practice and how do these perceptions influence their wellbeing in the workplace?
State your Part 2 – To what extent do diversity and inclusion practices impact employee wellbeing in organisations?


(this box should expand as you type)

	5
	Aims of Research Activity

Part 1 - The aim of my research activity is to explore and understand employee experiences and perceptions of diversity and inclusion practices, and how these influence their sense of wellbeing at work 
Part 2 - The aim of my research activity is to quantitatively examine the relationship between diversity and inclusion practices and employee well-being, and to determine the strength and significance of this relationship 



(this box should expand as you type)

	6
	Objectives of Research Activity

Part 1 – To use a semi structured interview method with three participations to explore their perceptions and experiences of diversity and inclusion practices, and how these influence their wellbeing in the workplace 
Part 2 – To use a survey questionnaire with approximately 20-30 respondents to measure the relationship between diversity and inclusion practices and employee well-being, and to identify key trends and patterns in the data 

(this box should expand as you type)

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

	7
	This research will adopt a mixed method approach, using both qualitative and quantitave data collection techniques to gain a comprehensive understanding of the impact of diversity and inclusion practice on employee wellbeing.
For part 1, qualitative will be collected through interviews with three participants who are currently employed. This method allows us to explore individual experiences and perceptions of D&L practices within the workplace. Open-ended questions will be used to encourage participation to discuss their views on inclusion, fairness, belonging, and psychological safety. Interviews will be conducted face to face or online platforms such as teams, depending on participant availability. With participant consent, notes will be taken during the interview to ensure accurate recording of responses 
For part 2, quantitative data will be collected by a structured questionnaire distributed to approximately 20-30 respondents. The survey will include closed-ended questions using Likert scale responses to measure attitudes towards diversity and inclusion of practices and levels of employee wellbeing. The questionnaire may be distributed online using tools such as Microsoft forms to allow for easy access and efficient data collection. This method enables the researcher to gather data from a larger sample and identify patterns, relationships, and trends. 
Participants will be selected using sampling, targeting individuals who are currently employed, and willing to take part in the study. All participants will be provided with information about the research and will give informed consent before participating. Confidentiality and anonymity will be maintained throughout the research process, and no personal identifying information will be disclosed.
(this box should expand as you type)



SECTION D: Scope of Research Activity
	
	Will the research activity include:  To Tick
	YES
	NO

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

	2
	Use of interviews?
	y
	☐

	3
	Use of focus groups?
	☐
	n

	4
	Use of participant diaries? 
	☐
	n

	5
	Use of video or audio recording?
	y
	☐

	6
	Use of computer-generated log files?
	☐
	n

	7
	Participant observation with their knowledge?
	y
	☐

	8
	Participant observation without their knowledge?
	☐
	n

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	n

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	n

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	n

	12
	Investigation of participants involved in illegal activities?
	☐
	n

	13
	Use of procedures that involve deception?
	☐
	n

	14
	Administration of any substance, agent or placebo?
	☐
	n

	15
	Working with live vertebrate animals?
	☐
	n

	16
	Procedures that may have a negative impact on the environment?
	☐
	n

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	n

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	



If you have ticked NO to every question then the research activity is (ethically) low risk and you may skip section E and continue to section F.

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

SECTION E: Intended Participants
	
	Who are the intended participants: To Tick
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	n

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

	3
	Vulnerable adults?
	☐
	n

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

	5
	Prisoners?
	☐
	n

	6
	Young offenders?
	☐
	n

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

	8
	People engaged in illegal activities?
	☐
	n

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

	☐
	n

	
	Details of any other participant groups:
Complete this only if your participants cannot give consent. This includes animals. If students choose individuals under the age of 18 and or vulnerable individuals, a DBS (Disclosure and Barring Service) check is essential.

(this box should expand as you type)
	
	



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

	10
	How many participants are expected?

	Approximately 23-33 participants will be involved in this study. This will include 3 participants for the qualitative interview and 20-30 respondents for the quantitative survey 


(this box should expand as you type)

	11
	Who will the participants be?

	
The participants will be 18+ adults who are currently employed in an organisation, either full time or part time. They may come from a range of industries and job roles to ensure a variety of perspectives on diversity, inclusion and employee wellbeing.
The study will aim to include individuals from different backgrounds, experiences and organizational levels to provide a broader understanding of how diversity and inclusion practices are perceived and experienced 
(this box should expand as you type)

	12
	How will you identify the participants?
	
Participants will be identified using convenience sampling, meaning individuals who are easily accessible to the researcher will be selected. 
The researcher will reach out to potential participants through email and social media platforms, providing a brief explanation of the study and inviting them to participate. For the survey, a link will be shred, while interview participants will be selected from volunteers who express interest

(this box should expand as you type)




	
	Information for participants: To Tick
	
YES
	NO
	
N/A

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

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

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

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

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

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

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

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

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

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

	
	You should be able to tick YES for all of these questions. If not, then explain why not in this box.

(this box should expand as you type)



	
	Information for participants: To Tick
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	n
	

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

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

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

	28
	If YES to any question, please provide full details 

	
	You should be able to tick NO for most of these questions. For any cases that you have ticked YES then provide details in this box. If you are using cameras/voice recorders to record interviews then please state that in this box.

(this box should expand as you type)



SECTION F: Anticipated Risks

	
	Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them.  

	1
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information. If you have identified in section D that there are no participants, then enter N/A and go skip to question 3.

	
	Risk to participants:
Participants may experience discomfort when reflecting on their workplace experiences, particularly if they have experienced exclusion, discrimination or unfair treatment. There may also be a risk that participants may feel concerned about confidentiality when sharing opinions about their organisation.

(this box should expand as you type)
	How you will mitigate the risk to participants:
Participants will be fully informed about the purpose of the study and what participation involves before providing consent. Participation will be voluntary and can withdraw at any time without giving reason. No identifying information will be collected ensuring anonymity. Questions will be designed to avoid causing distress and will remain respectful. 
(this box should expand as you type)

	2
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	This research may involve sensitive topics such as experiences of inequality, lack of inclusion, or perceived unfair treatment in the workplace. Participants will be informed in advance about the nature of the questions and will have the option to skip any questions they do not feel comfortable answering.
If participants experience discomfort, they will be reminded that they can withdraw at any time . 
Participants will also be informed that if any discloser of serious misconduct illegal activity arises, it may need to be reported in line with ethical and legal obligations 
(this box should expand as you type)

	3
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:
The researcher may experience an emotional strain when reviewing negative or sensitive participant responses related to discrimination or exclusion. There is also a risk of researcher bias influencing interpretation of qualitative data.


(this box should expand as you type)
	How you will mitigate the risk to the investigator:
The researcher will maintain professionalism and objectivity throughout the study and follow ethical research guidelines, guidelines will be put in place to minimize bias, and findings will be interpreted based on evidence. 



(this box should expand as you type)

	4
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:
There is potential risk of reputational damage if the research is perceived as mishandling sensitive topics such as diversity and inclusion. There are also risks to related data protection breaches or misuse of research findings.

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

This research will adhere strictly to university ethical guidelines and data protection regulations. All data will be anonymized and securely stored. This study will be conducted with integrity and findings will be reported honestly and responsibly.

(this box should expand as you type)

	5
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

There are no significant environmental risks associated with this study, as it will be conducted online using digital surveys/interviews 


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

This study will use digital methods to avoid paper waste, data will be stored efficiently and only retained for as long as necessary 

(this box should expand as you type)



SECTION G: Feedback, Consent and Confidentiality

If you have identified in section D that there are no participants then enter skip this section and continue to section H.

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

	
	Participants will be debriefed at the end of the study through a written debrief statement explaining the purpose of the research and how their data will be used. Participants will also have an option to request a summary of the research findings by contacting the researcher via email. The final results will be shared in a generalized format, ensuring no individuals responses can be identified 
(this box should expand as you type)

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

	
	Participants will be provided with an information sheet prior to taking part, outlining the purpose of the study, what participation involves and their rights. The online questionnaire, a consent statement will be presented at the beginning pf the survey and participants will be required to confirm their consent by selecting an agreement option before proceeding. 
Participants will be informed that participation is voluntary and they may with draw at any time. They will also be informed that their responses will be anonymized and used for academic research purposes.
(this box should expand as you type)

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

	
	Participants anonymity and confidentiality will be maintained throughout the study; no personal identifiable information, such as names or specific organisations, will be collected. All responses will be anonymized at the point of data collection 

(this box should expand as you type)



SECTION H: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	n

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

	2
	This includes audio/video data of participants, but can also include IP addresses and usernames. Names, addresses and emails also count, as do consent forms.

(this box should expand as you type)

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

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

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

	4
	What counts as ‘sensitive’ will differ between cultures. Any information on behaviour that is not in accordance with cultural norms would count as sensitive personal data.



(this box should expand as you type)



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

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

	6
	University computers?
	☐
	y

	7
	Private company computers?
	☐
	n

	8
	Home or other personal computers?
	y
	☐

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

	10
	“Cloud” storage or websites?
	y
	☐

	11
	Other – specify:

	☐
	n

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

	
	All data will be collected and stored electronically. Participants will complete an online questionnaire, meaning their responses will be transferred digitally. All data will be stored in password protected folders within the university secure office 365 system, which is GDPR compliant. No data will be transferred outside the research team, and all files will be backed up regularly. Any device used to access data will be password protected. No personal identifiers will be collected, ensuring anonymity.


(this box should expand as you type)



	
	Data Protection To tick

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

	13
	Electronic transfer of data in any form?
	y
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	n

	15
	Sharing of data with other organisations?
	☐
	n

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

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

	18
	Publication of data that might allow identification of individuals?
	☐
	n

	19
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and/or any international equivalent):

	
	All data will be collected through an anonymous online questionnaire and transferred electronically through a secure platform; no personal identifiers will be collected. Data will be stored in password protected folders, and only the researcher will access the data. No data will be shared outside the research team or the university; all finding will be anonymized so individuals can't be identified 

(this box should expand as you type)

	20
	List all who will have access to the data generated by the research activity:

	
	The principal researcher, the supervisor and external examiner will have access to the data 

(this box should expand as you type)

	21
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	The principal researcher will act as the data custodian 

(this box should expand as you type)

	22
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. 

	
	All data will be encrypted and kept in password protected cloud storage on the University Office 365 system which will not be shared. Any USB sticks used to store or transfer data will be password protected, and will be reformatted at the end of the project in order to destroy the data. The data will be stored until the completion of the project and then deleted. 

(this box should expand as you type)

	22
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	y

	23
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	Y 




SECTION I: Declaration
	
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	
	1
	Signature of applicant:
	Neeve jacobs
	Date: State date
24/03/26

	2
	Director of Studies/Supervisor:
	RMullins
	Date: 16/03/2026

	3
	Signature:
	njacobs

	



FOR INTERNAL USE ONLY:
	
	Ethical approval given 

	1
	Signature of assessor:
	
	Date:


	2
	Name:
	

	3
	Role:
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8. Which factor most improves your well-being at work More details
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