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[bookmark: _Toc225770379]1. Introduction and Research Rationale
The COVID-19 pandemic has increased remote working at a staggering rate and has radically changed the UK employment situation. In a matter of days, what used to be considered a niche setup became the default of millions. A major breakthrough in this was seen in the technology sphere, where more than two-thirds of UK IT and technology employees worked entirely remotely at the height of the pandemic, a figure significantly higher than the national average (Hooson, 2024). Firms like Sage Group plc, Kainos Group, and Bromcom Computers shifted relatively fast to distributed models, and those early business continuity anxieties were slowly overtaken by more fundamental strategic issues of the human implications of remote and hybrid work.
The available data on the topic is still disputable. Some studies point to obvious advantages, such as increased individual autonomy, a better work-life balance, and an increase in job satisfaction (Gajendran and Harrison, 2007; Niebuhr et al., 2022), whereas other studies indicate that it still has long-standing issues, such as psychological isolation, weakened organisational identity, and deteriorating mental health (Crawford, 2022; Platts, Breckon and Marshall, 2022; Ipsen et al., 2021). This uncertainty becomes most apparent in the UK technology industry, where organisations are under competing demands: how to retain talent that has been used to remote flexibility and reconstruct the collaborative cultures and structures of belonging that will support the long-term performance (CIPD, 2025).
The concept of organisational belonging has become the subject of increasing academic interest in the field of remote work, but has not been theorised as it applies to the professionals of technology-focused sectors, in particular (Urrila et al., 2025; Turnbull, 2024). The conflict between flexibility and social connectedness is particularly intense in knowledge-intensive companies, in which informal relational capital affects the well-being and output of the company (Tarafdar, Cooper and Stich, 2019).
The proposed research fills that gap with the help of a qualitative study that employs an interpretivist paradigm, semi-structured interviews, and reflexive thematic analysis, explored through a philosophical, methodological, and ethical perspective in a dialogue with the existing literature.


[bookmark: _Toc225770380]2. Research Aims, Objectives, and Research Questions
[bookmark: _Toc225770381]2.1 Research Aim
The general objective of this study is to investigate, through the lens of employees themselves, how remote and hybrid work practices impact their psychological well-being and how they feel they belong to the organisations that employ them, with reference to the UK technology sector. 
[bookmark: _Toc225770382]2.2 Research Objectives
· Objective 1: To critically examine existing empirical and theoretical evidence on remote work, employee well-being, and organisational belonging to uncover gaps and guide the analytical framework.
· Objective 2: To investigate the subjective experiences of full remote technology sector and hybrid technology sector workers in terms of psychological well-being, such as stress, autonomy, and work-life balance.
· Purpose: To understand the influence of various remote working arrangements on employees and their sense of organisational belonging, team identity, and social connection.
· Objective 4: To determine organisational practises (formal or informal) that employees believe address the negative well-being and belonging impacts of remote work.
[bookmark: _Toc225770383]2.3 Research Questions
· Main Research Question (RQ): What are the effects of remote and hybrid work arrangements on the well-being and organisational belonging of professionals in the technology sector, in the UK?
· Subsidiary Research Question 1 (SRQ1): How do fully remote and hybrid working practises have a dissimilar impact on the psychological well-being of employees in the UK technology sector? 
· Subsidiary Research Question 2 (SRQ2): What are the experiences of remote and hybrid workers within technology companies in the United Kingdom about organisational belonging, team identity, and social connection?
· Subsidiary Research Question 3 (SRQ3): Which organisational strategies or managerial practises do employees feel are effective in maintaining wellbeing and belonging in distributed work contexts?
[bookmark: _Toc225770384]3. Literature Review
[bookmark: _Toc225770385]3.1 Remote Working in the UK Technology Sector
Before the pandemic, remote working remained a marginal practice in the UK, and Felstead and Reuschke (2020) found that only 5% of UK employees worked predominantly at home before 2020. The pandemic facilitated adoption to a large extent and, most importantly, brought it to the highest levels of concentration, especially in knowledge-based sectors such as technology and IT services. The UK Office for National Statistics (ONS, 2021) found that over 85% of current technology industry workers reported working from home at some point during the pandemic, whereas the national average was approximately 37%. The technology sector is a particularly appealing, data-rich environment where one can study the persistent human effect of the distributed work with a particular interest. 
A mixed migration towards hybrid patterns, in which workers spend part of the time at the office and the rest at home, has been identified as the post-pandemic settlement for UK technology companies (Correa, 2022). According to CIPD research (2025), hybrid arrangements are the most common model of working across UK professional services and technology firms. Still, the exact proportion will differ significantly across organisations. Companies like Kainos Group and Sage have publicly adopted a hybrid-first approach, and the industry as a whole understands that full-time office return requirements can threaten talent retention in a competitive labour market (Summerfield, 2022). Nevertheless, the variety of hybrid structures, from organised two-day office weeks to completely employee-managed schedules, makes managing an organisation and studying the results more complicated. 
[bookmark: _Toc225770386]3.2 Employee Wellbeing and Remote Work
Remote work and employee well-being are well-established in the literature, but the direction and magnitude of effects are disputed. Preliminary meta-analytic studies by Gajendran and Harrison (2007) and Allen, Golden and Shockley (2015) found weak positive links between teleworking and job satisfaction. Also, they identified negative implications for relationships among co-workers as remote work increased. This result predates what more recent studies have consistently reported: that the correlation between remote working and wellbeing is non-linear, with a variety of individual, job, and organisational factors mediating it (Kazekami, 2020; Larson, Vroman and Makarius, 2020).
The literature during the pandemic has added significant complexity to this image. A systematic review of psychological well-being outcomes in remote work settings by Crawford (2022) found substantial variation across domestic conditions, role type, and the availability of an isolated workspace. Workers in poor working environments at home reported significantly higher levels of stress and fatigue when work-life boundary management was deficient (Keightley, Duncan, and Gardner, 2022). It is also found that the phenomenon of so-called technostress the psychological pressure of prolonged and intensive application of communication technologies in digital technologies also constitutes an independent risk in remote working conditions (Giorgi et al., 2020; Ragu-Nathan et al., 2008; Chandana, 2023; Khedhaouria et al., 2024), and arguably, this risk increases in professions working in the technology sector, where there is a high level of digital saturation (Kniffin, 2021; Tarafdar, Cooper and Stich, 2019).
The phenomenon of video conferencing fatigue, or Zoom fatigue, has become a particular and highly relevant issue for wellbeing. The cognitive and emotional costs of long-lasting video-mediated communication have been documented by Riedl (2021) and Queiroz et al. (2023) as reduced social connection despite seemingly high communication frequency. This is especially noteworthy among employees in the technology industry, where workers must hold several virtual meetings daily and may also be creating or maintaining the digital devices that cause this fatigue. Shoshan and Wehrt (2021) also concluded that video conferencing fatigue is associated with the absence of social encounter and a decline of subjective well-being, which are directly related to the current study.
A more recent and comprehensive review by Wishart (2025) makes clear that a literature gap has existed since at least the well-being implications of short-term remote work are well established, but the well-being implications of long-term, multi-year remote or hybrid work arrangements are poorly studied, particularly with regard to their long-term effect on psychological health and professional identity (Koczerga, 2023). This vacuum is directly applicable to the suggested study, which is being placed in the post-pandemic setting of established, continuous remote and hybrid work.
[bookmark: _Toc225770387]3.3 Organisational Belonging, Social Identity, and Remote Work
The sense of belonging to an organisation, a subjective feeling of being important, liked, and part of the workplace community, is a fundamental psychological need that has strong connections with engagement, commitment, and wellbeing (Baumeister and Leary, 1995). Its applicability to remote working situations is gaining increasing recognition in the literature, though few studies have been conducted in practise (especially in sector-specific contexts) (Urrila et al., 2025; Contreras, Baykal and Abid, 2020).
The Social Identity Theory, formulated by Tajfel and Turner and later expanded by Hogg and Terry (2000), postulates that an individual derives a large part of his or her self-concept through membership in social groups, including the organisation in which they work. The arrangements for remote working may lead to the breakdown of processes by which organisational social identity is established and sustained: informal interactions, common physical space, and unplanned interpersonal interactions, which often help people identify with a team or an organisation (Bornewasser and Bober, 1987). According to Pronk (2024), the loss of these informal processes of relationships is one of the most serious and least valued effects of long-term remote work, and it outlines a progressive process of social thinning in organisational life.
Empirical evidence shows that fear of remote work undermines belonging. A study conducted by Charalampous, Grant, and Tramontano (2021) revealed that remote workers often felt they were not part of the organisational culture and experienced difficulties establishing purposeful collegial relationships. On the same note, Turnbull (2024) has presented two key organisational variables essential to sustaining remote belonging: deliberate leadership communication and the development of formalised avenues for informal social exchange within virtual settings. Interestingly, but not to be overlooked, also in the literature, there are opposing results, namely that Chafi, Hultberg and Bozic Yams (2021) discovered that there are employees who, despite the presence of hybrid working, experienced an increased autonomy and personally meaningful involvement with organisational identity, especially those who have already built pre-pandemic social networks in their organisation.
The inclusion model developed by Shore et al. (2011) and further elaborated by Randel et al. (2018) is a useful way to explain the phenomenon of belonging in an organisational setting. According to the model, there is a distinction between belonging (the notion of being a full member of the work group) and uniqueness (the notion of being valued due to the distinct contribution he/she makes to the work group). The two dimensions are both at risk, as working remotely can diminish visibility and informal recognition and restrict spontaneous social interactions, where such valuation is usually conveyed. 
[bookmark: _Toc225770388]3.4 Theoretical Frameworks
This paper draws on three complementary theoretical frameworks to inform the research design and the interpretation of the findings. They are combined to create a multi-layered lens through which remote workers' multi-level and even conflicting experiences can be interpreted.
· Self-Determination Theory (SDT): SDT is a theory that was developed by Deci and Ryan (2000) and it argues that human psychological wellbeing is reliant on the fulfilment of three fundamental needs; autonomy (the experience of volition and self-control), competence (the experience of effectiveness and mastery), and relatedness (the experience of meaningful connexion with others). Remote working practises can be both helpful and harmful to these requirements: they can liberate some people and alienate others, affecting the social relationships on which wellbeing and belonging rely. Ross and Barnes (2018) and Tiffin et al. (2024) have already applied SDT to the workplace health setting, providing empirical support for its use in this context.
· Social Identity Theory (SIT): In the above section, it has been noted that SIT (Hogg and Terry, 2000) is the theory that offers the theoretical framework of studying belonging and team identity in distributed environments. The fact that its focus lies in in-group identification and the psychological salience of being a member of a group provides a conceptual vocabulary that can be used to explain why employees might develop diminished organisational identification in the absence or diminished presence of the physical and social indicators that normally support group identity (Gkinko and Elbanna, 2022).
· Job Demands- Resources (JD-R) Model: The JD-R model (Karatuna, Jonsson and Muhonen, 2022; Wang et al., 2021) conceptualises wellbeing as a consequence of the relationship between job demands (stressors that drain resources in terms of psychological and physical resources), or job resources (factors that enable goal attainment and alleviate the strain). This framework clarifies how the lack of commuting and increased flexibility in work schedules can be viewed as a resource in remote work situations, and how digital overload, blurred boundaries, and social isolation can be regarded as demands in such situations. The model offers a structural framework that explains why well-being outcomes under remote work are not homogeneous across people and positions.
The combination of these three frameworks is a form of rationalised theoretical pluralism: it does not give preference to one of the three perspectives, but instead uses them as complementary lenses, each with varying dimensions that complement one another, of the remote work experience. This method is appropriate because it is consistent with the interpretivist epistemological position used in the research and because of the complexity of the phenomenon being studied. Rich qualitative inquiry, as Creswell and Poth (2018) suggest, usually allows a variety of theoretical sensitising devices to inform the interpretive process, but not to restrict it. 
[image: ]
Figure 1: Conceptual Framework Linking Remote Working, Wellbeing, and Belonging
[bookmark: _Toc225770389]3.5 Research Gap
Although the literature on remote work has expanded significantly since 2020, certain gaps remain significant. First, most quantitative studies operationalise wellbeing using standardised psychological scales, which, despite methodological consistency, cannot capture the subtle, contextually implicated meanings individuals apply to their experiences (Grant et al., 2019). Second, qualitative research on the UK technology sector is limited given the sector's size and economic importance (Wishart, 2025). Third, a comparative analysis of the belonging experiences of fully remote and hybrid workers in the same industry environment is largely absent from the current literature (Gratton, 2021; Surányi, 202). This paper effectively answers all three gaps and makes its qualitative, comparative, sector-oriented design original and important. 


[bookmark: _Toc225770390]4. Research Philosophy and Methodology
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Figure 2: Research Onion (adapted from Saunders, Lewis and Thornhill, 2023)
[bookmark: _Toc225770391]4.1 Research Philosophy: Interpretivism
The study assumes an interpretivist philosophical stance, grounded in a constructivist ontology. Interpretivism holds that social reality is not a fixed, objective object to be measured and quantified, but an array of meanings created by individuals through their lived experiences and social interactions (Creswell and Poth, 2018). This standpoint directly relates to the current study, which is specifically interested in employees' subjective interpretations of their remote or hybrid working experiences and how these interpretations correlate with their well-being and sense of belonging. The research goal is not to set forth general causal laws to regulate the consequences of remote work, but to build a nuanced, highly contextualised sense of the variety and often conflicting experiences of such arrangements.
Epistemological reasons justify adopting interpretivism, but practical reasons for addressing the research questions are also acceptable. Since the questions used in this research start with the phrase 'how' and 'in what ways,' as do all four questions of this study, they are structurally predisposed to the type of contextual, experiential, and relational meanings that interpretivist inquiry is set to discover. With a positivist approach, in turn, the operationalisation of wellbeing and belonging as quantifiable variables and the testing of predetermined hypotheses would be required, a design that would preclude precisely the sort of open-ended exploration that the research gap in Section 3.5 requires.
It should be noted that interpretivism also entails epistemological drawbacks. The resulting knowledge will be contextual; the researcher's viewpoint and positionality will influence knowledge creation, and it will not be statistically generalisable. Nevertheless, as Smith, Flowers and Larkin (2022) remark, statistical generalisability is not the proper measure of qualitative research but the so-called transferability, or the extent to which the results can be extended and applied to similar situations. Because the UK technology sector has common structural features, the results of the proposed study can plausibly be expected to transfer to similar organisational contexts. 
[bookmark: _Toc225770392]4.2 Research Approach: Inductive Reasoning
In line with the interpretivist philosophy, this research project will use an inductive research method, in which theoretical understanding emerges from the data rather than being imposed on it. Instead of testing pre-specified hypotheses based on existing theory, the inductive approach permits patterns, themes, and conceptual understandings to emerge naturally from participants' actions (Saunders, Lewis, and Thornhill, 2023). The three theoretical frameworks discussed in Section 3.4, SDT, SIT and JD-R, do not serve as analytical templates but serve as sensitising concepts: they guide the construction of the interview guide and offer a vocabulary to interpret the data, but do not dictate the type of analysis to use a priori. 
[bookmark: _Toc225770393]4.3 Research Strategy: Qualitative Design
The study will adopt a qualitative research design, as it is considered the most appropriate approach for exploring the meaning, experience, and social dynamics underlying observable phenomena (Creswell and Poth, 2018; Kane and Kahwati, 2020). A qualitative approach will allow this research to follow the unexpected directions in data collection and hear the particular rather than premature generalisation. This study is not a one-location case study but draws on respondents from various mid-size technology firms in the UK, which introduces a measure of context variance but retains the degree of detailed, situated understanding that can only be achieved by qualitative research.


[bookmark: _Toc225770394]5. Data Collection: Semi-Structured Interviews
The main method of data collection will be semi-structured interviews. This format follows an open-ended thematic guide, allowing the interviewer to dig and explore a line of interrogation (King, Horrocks, and Brooks, 2018). It strikes a balance between the standardisation of structured interviews and the exploratory power of unstructured ones, providing systematic coverage of research questions across 12 interviews while preserving the diversity of experiences of remote and hybrid workers, individual contributors, and managers.
[bookmark: _Toc225770395]5.1 Sampling Strategy
It will be conducted through purposive sampling, choosing respondents according to the directness of their answers to research questions instead of random sampling (Creswell and Poth, 2018). The inclusion criteria include: (1) currently working in one of the companies operating in the UK in the field of technology or IT services; (2) working mainly in knowledge work or software development; (3) working fully at home or in a hybrid model; (4) at least six months in their current position.
The 12 participants will be divided into two groups (six each) of fully remote and hybrid teams consisting of individual contributors and team leads or managers. The target organisations will be Kainos Group, Codeweavers, Bromcom Computers and Sage Group plc. The rationale behind sample size is the fact that Guest, Bunce and Johnson (2006) have determined that in homogeneous samples, thematic saturation is generally realised between 6 and 12 interviews, and this forms a stringent and feasible analytical base.
[bookmark: _Toc225770396]5.2 Interview Design
Interviews will take an average of 25-40 minutes and will be conducted via Microsoft Teams or Zoom, in line with the study's distributed working logistics. Audio-taped interviews will be transcribed word-for-word and anonymised during transcription. All participants will receive pseudonyms, and organisational references will be replaced with generic descriptions. The guide will receive a pilot of two participants before the actual data collection as per best practise (King, Horrocks and Brooks, 2018), and amendments will be made to the wording or order as needed. 

	Theme Area
	Sample Interview Question
	Linked RQ

	Current Working Arrangement
	Can you describe your current working arrangement and how it has evolved over the past two to three years?
	Context

	Wellbeing and Stress
	How has working remotely or in a hybrid way affected your day-to-day sense of well-being?
	SRQ1

	Autonomy and Work-Life Balance
	To what extent do you feel in control of your working time and environment under your current arrangement?
	SRQ1 / SDT

	Belonging and Team Connection
	How connected do you feel to your team and organisation under your current working arrangement?
	SRQ2

	Organisational Identity
	How important is your organisation to your sense of professional identity?
	SRQ2 / SIT

	Managerial and Organisational Support
	Can you describe practices from your manager or organisation that have helped you feel connected or supported?
	SRQ3

	Digital Tools and Fatigue
	How do you feel about the volume of video calling and digital communication in your current role?
	SRQ1 / JD-R

	Comparative Reflection
	How would you compare office-based and remote or hybrid working in terms of your wellbeing and belonging?
	Main RQ


Table 1: Semi-Structured Interview Plan (Thematic Areas, Sample Questions, and Linked Research Questions) 


[bookmark: _Toc225770397]6. Data Analysis: Thematic Analysis
The proposed analytical framework is reflexive thematic analysis, developed by Braun and Clarke (2019). Thematic analysis entails the methodical identification, organisation, and elucidation of themes in the data set (Braun and Clarke, 2019). In the reflexive version, it directly recognises the active interpretive role of the researcher in building themes, which is epistemologically aligned with the interpretivist paradigm of this research. Contrary to grounded theory, which imposes particular procedural demands on theoretical sampling and constant comparison, thematic analysis provides the analytical leeway that suffices for a study that seeks to answer multiple related research questions using a moderate-sized interview data set (Braun and Clarke, 2019).
This will be analysed using the six phases that Braun and Clarke (2006) provided:
· Phase 1 Familiarisation: The twelve transcripts will be read and read again (wholesomely) and the first impressions and patterns noted.
· Phase 2 Generating First Codes: NVivo qualitative analysis software will be used to code the data systematically and to give codes to each unit of meaning that addresses the research questions in an auditable record of how the analysis process worked.
· Phase 3 Searching Themes: Codes will be clustered into candidate themes, backed by thematic maps that show the connection between codes and candidate themes.
· Phase 4 Reviewing Themes: Candidate themes will be checked against the coded extracts and the entire data set to determine content coherence, internal consistency, and unique themes.
· Phase 5 Defining and Naming Themes: Fixed themes will be defined and named to reflect their core meaning in relation to the research questions, with an analytical story of each one.
· Phase 6 Preparation of the Report: The findings will be conveyed in the form of an analytical narrative using a few data extracts to prove and demonstrate the identified themes. 
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Figure 3: Thematic Analysis Process Flow (adapted from Braun and Clarke, 2006)
Member checking will be conducted with a sub-sample of participants to enhance the credibility and trustworthiness of the analysis, and a reflective research journal will be kept during data collection and analysis to record all analytical choices and control the possibility of biasing the researcher (Creswell and Poth, 2018). The three theoretical frameworks SDT, SIT and JD-R will be used as sensitising concepts to inform a meaning and not to establish a predetermined thematic structure. The expected thematic areas are autonomy and well-being in remote work, social isolation and belonging, job demands related to digital overload, and the relative experiences of remote and hybrid workers. Such are only initial orientations; the inductive logic of the analysis would be such that the end product, the final thematic structure, would be a product of the data itself. 
[bookmark: _Toc225770398]7. Ethical Considerations
Ethical rigour is inherent in qualitative interview-based research, especially when participants are encouraged to share sensitive professional and personal experiences (Israel, 2015). The research will be conducted in full compliance with the University of Wales Trinity Saint David's ethical guidelines. It will also comply with the ESRC Framework for Research Ethics.
· Informed Consent: All the participants shall be given a Participant Information Sheet before the start of the study, which will clearly explain the objective of the study, the nature and anticipated length of the interview, how the data will be used and that they have an unconditional right to leave at any time. Before every interview, informed consent will be received implicitly.
· Confidentiality and Data Protection: All the data will be processed according to the requirements of UK GDPR outlined by the Information Commissioner's Office (ICO, 2023). Audio recordings and transcripts will be stored on password-protected, encrypted devices, that will be available only to the researcher. During transcription, the information will be identified, and pseudonyms will be used throughout. The information will be stored for no more than five years after the end of the study.
· Potential Risks and Mitigation: The participants can be encouraged to contemplate stress, isolation, or dissatisfaction with organisations. Although considerable distress is not expected, the participants will be informed at the very beginning that they may refuse to answer any question or stop the interview at any point. The Participant Information Sheet will also have signposting of the related employee assistance resources, just in case.
· Positionality: As Israel (2015) and Creswell and Poth (2018) point out, sometimes the researcher themselves and their personal experience in remote working can become a factor affecting how the question is framed and the interpretation of data. The reflexive journaling and transparent reporting will address these influences. Any data collection will be conducted after the University's Research Ethics Committee formally approves the study. 
[bookmark: _Toc225770399]8. Research Limitations
While this study is designed with methodological care, several limitations will need to be acknowledged as the research progresses. These are presented below, ordered from the most structurally embedded to those that will be managed through ongoing researcher practice.
	Limitation
	Description

	Cross-Sectional Design
	Data will be collected at a single point in time, meaning shifts in experience driven by organisational or personal change will not be captured. A longitudinal design would better track how well-being and belonging evolve, but will remain impractical at this scale(Saunders, Lewis and Thornhill, 2023).

	Generalisability
	Qualitative findings will not be statistically generalisable. The study's value will lie in contextual and conceptual insight, assessed through transferability to similar settings rather than population inference (Smith, Flowers and Larkin, 2022).

	Self-Selection Bias
	Volunteers may skew towards those with strongly positive or negative experiences (Seng et al., 2025). Recruitment through professional networks and organisational referrals will partially reduce this risk.


[bookmark: _Toc225770400]9. Expected Outcomes
The study will have a meaningful academic impact by overcoming the qualitative gap in the literature of the finer, long-term consequences of remote and hybrid working on professionals in the technology industry (Wishart, 2025). The envisaged results will add to the use of the Self-Determination Theory, Social Identity Theory, and the Job Demands-Resources model by offering a context-related insight into negotiating autonomy, relatedness, and organisational identification in distributed workplaces (Urrila et al., 2025).
Practically, the study will be useful in providing practical solutions to the UK technology companies (including Sage, Kainos and Bromcom computers). The findings will provide evidence-based suggestions regarding how hybrid work policies, leadership communication strategies, and well-being initiatives can be revised to maintain talent retention in a competitive labour market (Nyathani, 2023), since they will clarify the particular organisational and managerial practices that employees should feel effective in reducing social isolation and promoting belonging (Oakman et al., 2020; Turnbull, 2024).


[bookmark: _Toc225770401]10. Research Timeline
The table below is a Gantt chart showing the proposed timeline for the study, including ethics approval and final submission. The schedule will be realistic and can be revised at every level. 
	Activity
	Month 1
	Month 2
	Month 3
	Month 4
	Month 5
	Month 6
	Month 7

	Ethics Application & Approval
	✓
	
	
	
	
	
	

	Literature Review Finalisation
	✓
	✓
	
	
	
	
	

	Interview Guide Development & Piloting
	
	✓
	✓
	
	
	
	

	Participant Recruitment
	
	✓
	✓
	
	
	
	

	Data Collection (12 Interviews)
	
	
	✓
	✓
	
	
	

	Transcription & Anonymisation
	
	
	
	✓
	
	
	

	Thematic Analysis (Phases 1–4)
	
	
	
	✓
	✓
	
	

	Member Checking
	
	
	
	
	✓
	
	

	Final Analysis & Write-Up (Phases 5–6)
	
	
	
	
	✓
	✓
	

	Review, Editing & Submission
	
	
	
	
	
	✓
	✓


Table 2: Proposed Research Timeline (Gantt-Style)


[bookmark: _Toc225770402]11. Resources and Cost Considerations
The research project will be conducted with a limited financial outlay, as required by the constraints of a postgraduate research project. The planned cost and resources are as described in the table below.
	Resource
	Details
	Estimated Cost

	Video Conferencing Software
	Microsoft Teams / Zoom (institutional licence)
	Nil — institutional access

	Transcription Service
	Otter.ai or equivalent, with manual review
	£0–£15/month (basic tier)

	NVivo Qualitative Analysis Software
	Student licence for qualitative coding
	£0 — university site licence

	Cloud Storage (Encrypted)
	OneDrive / institutional provision
	Nil — institutional provision

	Participant Incentives
	None planned; participation is voluntary
	Nil

	Printing / Stationery
	Consent forms, information sheets (if required in print)
	Under £20

	Researcher Time
	Estimated 200–250 hours across all phases
	Opportunity cost only

	Total Estimated Expenditure
	
	Under £50


Table 3: Resource and Cost Summary
Word count: 4722
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