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[bookmark: _Toc233227423]1. Introduction and Research Rationale
Artificial intelligence is becoming an important part of business management. In the UK retail sector, AI is used for workforce scheduling, employee monitoring, demand forecasting, stock control, recruitment, performance measurement and productivity management. The systems would assist the retailers to react to the demand of the customers, minimise labour expense and enhance business performance. Nevertheless, AI-based workforce management also brings about issues of employee wellbeing, work quality, surveillance, work intensity, autonomy and trust. This proposal thus examines the implications of an AI empowered workforce management on the wellbeing of employees within the UK retail industry.
The UK retail industry is an appropriate situation as it is a huge source of employment and also it is one of the fields that is undergoing a high rate of change in technology. The challenge to retailers is inflation, increased labour expenses, web competition and the shifting consumer behaviour. Retail Economics (2025) speculates that AI will revolutionise numerous tasks within the retail sector in the next decade, particularly in-store, head offices and supply chains. This demonstrates that AI is not a challenge of tomorrow, but a topical strategic challenge retailers and employees are grappling with now.
The workforce management that is enhanced with AI is capable of providing business advantages. As an illustration, it may enhance the scheduling of the staff by aligning the level of labour with customer requests. It also has the potential to enable stock replenishment, lessen the wastage of personnel time and enhance customer service. The use of AI is likely to transform the value creation in retail, operational decisions and customer-facing work (Guha et al., 2021). Nonetheless, there are also human costs associated with these advantages. Employees can be monitored with the help of algorithm systems, assign tasks, measure performance and impact the speed of work. According to Jarrahi et al. (2021), algorithmic management transforms workplace control and makes decisions. This is important due to the fact that workload, autonomy, fairness, employee voice and job design influence wellbeing.
The justification of this study is based on an apparent conflict. Artificial intelligence has the potential to aid in growing productivity, planning and competitiveness, but also augment monitoring, decrease independence and augment work. The CIPD (2025) is an interconnection between good work and wellbeing, productivity and organisational growth. So, retailers can no longer consider employee wellbeing as an independent variable in business performance. When AI makes work more efficient and harmful to wellbeing, trust and retention, long-term business performance might be adverse. Wellbeing is also a major problem and a critical issue in retail work, as observed by Retail Trust (2025).
The proposed study takes a secondary qualitative research design. It will not gather primary data among the employees. Rather, it will examine academic sources, business reports, policy reports and professional organisations' documents. The chosen approach is adequate since AI and algorithmic management are rapidly developing topics with the increasing number of published materials. It is also able to compare debates, enabling the researcher to pick up themes and critically assess the balance between efficiency and wellbeing.
[bookmark: _Toc233227424]2. Research Problem
The principal research issue is that AI-based workforce management can enhance the efficiency of the retail process, as well as pose threats to the health of employees. Retailers benefit from AI in cost reduction, demand forecasting, better labour planning, and enhanced productivity. But AI can also contribute to a more controlled, measurable and pressured work. Algorithms can also impact employee behaviour, when they behave, how fast they work and how performance is assessed (Kellogg, Valentine and Christin, 2020).
Such an issue matters as much as the literature pertains to gig work and platform labour concerning algorithmic management (Duggan et al., 2020). Nevertheless, algorithmic management is finding its way into more traditional places of work, such as retail shops and warehouses. Parent-Rocheleau and Parker (2022) believe that autonomy, work intensity, feedback, and job tasks may be influenced by algorithms. Thus, further targeted studies are required to understand the way or ways of these systems in employee wellbeing, job quality, autonomy and trust in UK retail.
[bookmark: _Toc233227425]3. Research Aim, Questions and Objectives
Research Aim
This study aims to critically explore how AI-enabled workforce management influences employee wellbeing in the UK retail sector, using secondary qualitative evidence from recent academic, industry and policy source documents.
Research Objectives
1. To examine how UK retailers use AI-enabled workforce management for scheduling, monitoring, productivity and operational control. 
2. To analyse debates on AI, employee wellbeing, job quality, surveillance and ethical algorithmic management in retail. 
3. To develop evidence-based recommendations for responsible AI adoption that protect employees while supporting business efficiency. 
Main Research Question
How does AI-enabled workforce management influence employee wellbeing in the UK retail sector?
Sub-Questions
1. How is AI-enabled workforce management used in UK retail organisations? 
2. What positive effects can AI create for productivity and operational efficiency? 
3. What wellbeing risks are linked to AI-based monitoring, scheduling and performance control? 
4. How can UK retailers use AI responsibly while protecting employees? 
[bookmark: _Toc233227426]4. Key Literature and Contextual Debates
The literature on AI-enabled workforce management connects several areas: AI in retail, algorithmic management, employee wellbeing, job design, HRM, ethics and organisational control. AI in retail is frequently proposed as a customer experience enhancer, operational and decision-making. Huang and Rust (2018) maintain that AI is transforming service work by replacing mechanical, thinking and feeling tasks in one way or another. This may incorporate chatbots, recommendation systems, demand forecasting, inventory management and workforce planning in retail. Guha et al. (2021) clarify that AI will impact the future of retailing in terms of personalisation, analytics, automation and operational redesign. These papers demonstrate that retail transformation is how AI is strategically valuable.
Analysing the way AI transforms customer-facing activities is not the only case, though. It also changes the management of employees. The application of systems and algorithms to assign, track, assess or control work is known as algorithmic management. According to Jarrahi et al. (2021), algorithmic management is a work-related system that has the ability to reorganise control, coordination and decision-making. Kellogg, Valentine and Christin (2020) claim that algorithms establish a new high-stakes area of control, since they can lead to increased managerial authority, at the same time invoking novel kinds of worker resistance. This can be relevant to retail because AI-enabled systems can be incorporated into daily business processes, although the workers may be unaware of how the decisions are made.
One of the most disputable issues is that of efficiency and wellbeing. In terms of business, AI will enable retailers to be more cost-efficient and productive, and make decisions that are better. According to Retail Economics (2025), AI will be able to change retail activities and will introduce potential outcomes of productivity and skills growth. The new retail technologies have also been shown to facilitate strategic innovation, as demonstrated by Grewal et al. (2021). Nevertheless, the wellbeing perspective provokes the issues of stress, job insecurity, less autonomy and work intensification. According to Vignola et al. (2023), job quality variables related to the health of workers, such as workload, earnings reliability, schedule predictability, decision-making authority and organisational trust, can be influenced by AI management. Thus, AI cannot be measured solely on the efficiency results.
The other controversy is that of automation versus augmentation. According to Raisch and Krakowski (2021), the phenomenon of automation-augmentation is around AI management. Automation takes over the work of humans, and augmentation aids in human capacities. Some of the tasks that AI can automate in the retail sector include forecasting, stock checks and routine customer service. Simultaneously, it can enhance employees by assisting them in making superior choices or attending to clients better. The difficulty lies in the fact that the same technology may have discrepant impacts, based on the way it is designed and used. A human-focused strategy can enhance the employee experience, whereas a strategy of cost reduction can raise the levels of insecurity and stress.
Work design is also related to employee wellbeing. According to Parker and Grote (2022), work design is very important in a digital world since technology has the capacity to influence autonomy, workload, feedback and social interaction. The idea is further advanced by Parent-Rocheleau and Parker (2022), who claim that algorithms can be the work of designers. It implies that AI systems do not aid managers; they can directly influence the character of work. Algorithm scheduling can affect work-life balance in retail. Feedback and stress may be influenced by performance dashboards. Autonomy and pace may be formed by automated selection of tasks. Thus, the wellbeing of employees is determined by the changes in job design played by AI.
Another point of discussion is on surveillance and trust. Algorithms tend to rely on the gathering of data. It can be sales performance, attendance, customer feedback, mobility, accomplishment of tasks and productivity measures. This type of data could assist managers in gaining knowledge about operations, yet it can also produce a sense of being constantly watched over. Kinowska and Sienkiewicz (2023) discovered that the practice of algorithmic management affects wellbeing in European organisations in the workplace. Their work is practical, as algorithm management is linked not to wellbeing as it is viewed as a technical problem. When retail site employees feel that AI systems discriminate, make them feel ambiguous or disciplinary, the trust will be reduced.
Ethical and managerial challenges are also brought into focus in the HRM literature. Budhwar et al. (2022) show that AI presents both opportunities and changes in international HRM, comprising the issue of fairness, skills, employee experience and governance. According to Charlwood and Guenole (2022), the first step that the HR expert should take in responding to the paradoxes of AI is to make sure that fairness and ethics are at the centre of people management. This is directly pertinent to the suggested research since the use of AI to manage the workforce is at the intersection of the technology and HR worlds. It influences the timing, performance, employee control, expertise and health. As such, AI governance cannot remain in the hands of the technology teams.
It is also concerned with ethical issues. According to the arguments of Bankins and Formosa (2023), AI has the potential to influence meaningful work via autonomy, dignity, fairness and human agency. In their argument, they are right since wellbeing does not merely revolve around the reduction of stress. It also encompasses the circumstances that the employees feel respected, valued and able to make meaningful contributions. When the implementation is not transparent and participatory, workers in the retail sector might experience that AI systems make them become performance data. This may be harmful to character and place.
The topicality of the issue is also promoted by the UK policy context. According to the Department for Science, Innovation and Technology (2026), AI can influence the labour market in the UK, which remains complex as there are multiple areas where evidence is uncertain. Such doubt helps to justify the necessity of conducting research that critically analyses available evidence instead of assuming that AI can only be either good or bad. CIPD (2025) also notes that health and wellbeing, employee voice, relationships, job design and work-life balance are mentioned as part of good work. These dimensions offer a valuable thought process in AI and wellbeing in retail.
On the whole, the literature indicates that face-based workforce management is a two-sided problem with AI facilitation. It can augment productivity, planning and efficiency, as well as augment surveillance, pressure, and insecurity. The proposed study will be effective in that it will integrate these discussions into the UK retail experience and will generate guidelines to adopt AI responsibly.
[bookmark: _Toc233227427]5. Research Paradigm and Methodology
This paper is going to take the form of an interpretivist research paradigm. Interpretivism is appropriate as the study aims at identifying meanings and experiences as well as debates and interpretations, not numerical measurement. The research question is in the form of how the management of an AI-enabled workforce affects the wellbeing of employees. Some of the socially constructed and subjective issues addressed by this question include trust, autonomy, fairness, stress and dignity. These problems cannot be comprehended merely based on statistics. The interpretation approach will enable the researcher to analyse how various sources characterise and elucidate the connection between AI and wellbeing.
The research approach will be an inductive one. An inductive approach will suit since the study will not be based on a definite hypothesis. Rather, it will isolate patterns and trends based on the literature and documents available. According to Saunders, Lewis and Thornhill (2023), research design must be consistent with the nature of the research question and the evidence needed. As the proposed study is concerned with researching and elucidating published findings, an inductive qualitative design is appropriate.
The research methodology is secondary qualitative research. In secondary research, the researcher relies on what is already known in the secondary sources as opposed to primary sources. In this proposal, academic journal articles, methodological books, industry reports and policy documents will be used. The sources to be included in the study will be those pertaining to AI, algorithmic management, retail technology, employee wellbeing, work design and HRM ethics. The design is suitable since the subject of interest is timely, and a sufficient number of published materials are already present.
The study will be a qualitative analysis of documents. Document analysis is the systematic analysis of written documents and their interpretation. Peer-level journal articles, policy reports and industry reports will be part of the documents in this study. The idea is to find out major themes, juxtapose arguments and how AI-enabled workforce management is connected to wellbeing. Flick (2022) advocates qualitative research as a means of comprehending social meanings and contextual complexity. This would be suitable for the study as AI workplace management is a multi-faceted social and organisational phenomenon.
Thematic analysis will be used too as the primary method of study analysis. Braun and Clarke (2022) define thematic analysis as a flexible qualitative approach to uncovering, analysing, and reporting patterns in data that is flexible. This would be appropriate in this proposal since the data is going to be in the form of text. Thematic analysis will enable the researcher to determine common themes, which include surveillance, autonomy, productivity, stress, job insecurity, fairness, employee voice, and responsible AI governance.
It is also possible to have this methodology. Primary data collection using retail employees may pose an issue of access, ethical considerations and time limitations. A secondary qualitative design circumvents these obstacles and is still capable of critical analysis. 
[bookmark: _Toc233227428]6. Advantages and Disadvantages of the Proposed Method
There are various strengths of the proposed secondary qualitative approach. To begin with, it is not expensive. This is because the researcher is able to obtain academic databases, reports and policy documents without necessarily spending a lot of money on fieldwork. It is feasible for a postgraduate project that has limited time and resources. Second, it is time-saving since the researcher is not required to recruit subjects, organise interviews or follow up on survey responses. Thirdly, it minimises ethical risks since no human participants are directly involved. This eliminates problems like informed consent, confidentiality and emotional damage.
The other strength is that secondary qualitative research is able to cover a wide area. The researcher will have the ability to study evidence provided by various sources, such as scholarly research, retail reports, HRM-related literature and policy documents. This contributes towards the creation of a more balanced perception of the subject. To illustrate, industry reports may indicate the existing trends in retail, whereas journal articles may elaborate on them with a more theoretical aspect. Integrating sources may make the study more robust since it will not be based on a single form of evidence.
It is also an appropriate approach to a fast-developing subject. The uptake of AI is evolving rapidly, and up-to-date reports can offer evidence in time. Department for Science, Innovation and Technology (2026) demonstrates that evidence of the AI labour market remains immature. Thus, secondary research may assist in structuring and analysing the evidence at hand. It is also able to detect future gaps to be used in undertaking primary research.
Nonetheless, there are restrictions to the technique. Its primary drawback is that it does not take direct observations among the employees in the UK retail sector. Employee wellbeing is personal and experience-based, and thus, the primary interviews may offer rich insight. The absence of primary data means that the study would have to create a representation of employee experiences based on the representations by other researchers and organisations. This can constrain the contextual richness.
The second weakness is bias in the source. Industry reports can be more business benefits-oriented, and policy reports can be regulation and risk-oriented. Academic articles can be theory-oriented, and they do not necessarily represent the most up-to-date business practice. Thus, the researcher needs to assess sources. Bell, Bryman and Harley (2022) attach significance to evaluating the reliability of sources and their applicability in business research. This will be relevant in the proposed study.
Another drawback is that secondary data might not be perfectly aligned with the research question. In the case of some studies on gig work, this proposal on UK retail is possible. There are other sources talking about AI in general and not workforce management in particular. As such, decisive inclusion and exclusion criteria will have to be available to the researcher. Only the sources that are related to AI, algorithmic management, employee wellbeing, retail work, HRM or job quality will be chosen.
Lastly, the technique will not establish causality. It is able to discern themes and relationships, yet it cannot be accurately used to determine the extent to which AI influences their wellbeing. This is okay since the research is exploratory and qualitative. It is aimed at critically comprehending the problem, and it does not result in statistical evidence.
[bookmark: _Toc233227429]7. Data Collection Methods and Tools
A structured search of the secondary sources will be used in the data collection process. The primary data sources will include peer-reviewed journal articles, academic books, industry reports and policy reports. Evidence of AI, algorithmic management, HRM and employee wellbeing will be presented both theoretically and empirically in peer-reviewed articles. The industry reports will give us an up-to-date UK retail context. Policy reports will assist in explaining the broader UK labour market and governance.
The main academic databases will include Google Scholar, Emerald Insight, ScienceDirect, SAGE Journals, Taylor & Francis Online, Wiley Online Library and Oxford Academic. Search terms will include “AI workforce management”, “algorithmic management”, “employee wellbeing”, “UK retail AI”, “AI scheduling”, “AI monitoring”, “job quality”, “retail workforce technology”, “AI and HRM” and “algorithmic control”. Boolean search methods will be used, such as “algorithmic management AND employee wellbeing” and “AI AND retail AND workforce management”.
The selection of the sources will be based on inclusion criteria. The literature will be predominantly ten years old, including studies published as recently as possible. Nevertheless, older books on methodology or key theoretical sources can be employed wherever necessary. The sources have to be related to AI, algorithmic management, retail technology, employee wellbeing, HRM or work design in the first place. The sources should be legitimate in industry and policy and also affiliated with established organisations, i.e. CIPD, UK Government, Retail Economics and Retail Trust.
It will also be subjected to exclusion criteria. The sources will be ineligible when they are not pertinent to business, employment, retail or AI-enabled management. Unsubstantiated opinion writing and ineffective business content (it includes blog posts) will not be taken as core evidence. Sources which lack either authorship or organisational validity will also be avoided. This is significant since the proposal needs to have high academic standards and evidence.
Sources can be organised using reference management tools. The references can be stored in Zotero or Mendeley to manipulate PDFs and format to the Harvard style. These details can also be written in a spreadsheet where the source details, such as the author of the article, year of publication, title, source type of article, main findings, its relevance and potential themes can be listed. This will create a more transparent systematic review process.
The collection of the data will be based on three steps. To find relevant literature, the researcher will first make broad searches. Second, sources will be filtered using the title, abstract and summary. Third, the most pertinent sources will be read line by line and coded in terms of themes. Such a process will assist in making sure that end-analysis is done on the basis of concentrated and believable evidence.
[bookmark: _Toc233227430]8. Data Analysis Plan
The thematic analysis will be applied to analyse the secondary sources selected in the study. This is appropriate using thematic analysis as it is used to illustrate patterns in qualitative data (Braun and Clarke, 2022). The data used in this research will be in the form of text in academic articles, reports and policy reports. It will identify how these sources relate to the effects of AI-facilitated workforce management on employee wellbeing.
The first stage will be familiarisation. The researcher will read selected sources carefully and make notes on key arguments, findings and concepts. This stage will help develop an initial understanding of the evidence. The second stage will be coding. Codes will be short labels attached to relevant ideas in the sources. Possible codes may include “productivity”, “surveillance”, “stress”, “autonomy”, “scheduling”, “work intensity”, “trust”, “job insecurity”, “fairness”, “employee voice” and “skills”.
Theme development will be the third stage. Like codes will be enlisted into more general themes. Themes that need to be expected are AI and efficiency in operations, algorithmic checking, staff agency, wellbeing hazards, the quality of jobs, ethical leadership and responsible application. Such themes have a sound foundation in the literature and will be open to growth in the process of analysis. An inductive approach will enable new themes to come out of the evidence.
Comparison and interpretation will be the fourth stage. The scholar will contrast scholarly, industry and policy texts. By way of example, Retail Economics (2025) could draw particular focus to productivity and workforce change, whereas Vignola et al. (2023) could draw particular focus to health and job quality risks. A comparison of these views will assist in developing a balanced discussion. The researcher will, in addition, find out agreements, contradictions and gaps.
The last level will be synthesis. The results will be further applied in answering the research questions and providing recommendations. The guidelines will be based on the adoption of AI responsibly in UK retail. They might feature open AI governance, consultation with employees, wellbeing impact measurements, even-handed scheduling, education of managers and greater employee voice. Such recommendations will not be based on the individual opinion of the analysis of the evidence.
To enhance credibility, the researcher will ensure that he or she has a good audit trail. This will involve taking notes on search terms, selected sources, coding decisions and theme development. Though the validation of the participants is not applied in the secondary kind of qualitative research, credibility could be enhanced by transparency in the analysis process. According to Yin (2018), case-based and qualitative research are enhanced by systematic evidence handling, which enhances the quality of the study. This belief will inform the research.
[bookmark: _Toc233227431]9. Significance of the Study
This research paper is important in a number of ways. To begin with, it adds to the academic knowledge of AI-based workforce management within a traditional employment sector. Algorithms in the area of platform work have been further studied, yet AI is also reshaping retail. The suggested research will be useful to relate the literature on algorithmic management with UK work and employee wellbeing in retail.
Second, the research has a practical benefit to the UK retailers. Retailers must enhance productivity, including retaining workers and ensuring wellbeing. Without considering the quality of work, AI systems can add stress and decrease the level of trust. This may jeopardise employee engagement and service quality. The research can aid retailers in knowing how to embrace AI in a more responsible manner.
Third, the research can be helpful to HR managers. The workforce management using AI is also not a technology problem. It influences employee voice and organisational culture, people management, and work design. Charlwood and Guenole (2022) contend that the role of HR involves interaction with AI ethics and fairness. This proposal justifies it by demonstrating why HR should be a part of AI implementation.
Fourth, the research has some policy implications. The UK Government is reviewing the effects of AI on the labour market, but the evidence has not yet become clear (Department for Science, Innovation and Technology, 2026). The study can be used to fuel broader discussions of responsible AI, good work and employee protection. It could also be useful in future studies on AI impact measurements and workplace control.
Lastly, the study is socially significant. Wellbeing of employees is not just a business problem. It impacts psychological health, economic welfare, family, and social health. The CIPD (2025) is of the opinion that good work is associated with individual wellbeing and organisational outcomes. Thus, it is pertinent to business and society to comprehend the impact of AI on retail workers.
[bookmark: _Toc233227432]10. Resource Implications
The suggested research has a restricted monetary implication, as it involves secondary research. Access to academic databases, internet access, access to the library and reference management software are the primary resources needed. Scholarly resources are mostly available in university databases. Other publications are available freely online with organisations including CIPD, Retail Trust, Retail Economics and the UK Government.
The most valuable source is time. The researcher will require a sufficient amount of time to search, screen, read, code and analyse the sources. Secondary qualitative research does not seem to be complicated, but it must be well organised. The researcher should not have too many sources, but he or she should not gather them without evaluating them. This requires a definite schedule.
Software requirements are slight. References can be provided using Zotero or Mendeley. It is possible to write using Microsoft Word. It is possible to create a coding table and a source matrix in Microsoft Excel. There is no need for any expensive statistical software as the research is qualitative. This renders the project obtainable by student resources.
The main resource risk is access to full-text academic articles. We might need institutional access to some journal articles. In case access is not available, the researcher will access open-access versions, library services or other peer-reviewed sources. Information overload is another threat, as AI is a rapidly expanding subject. To deal with this, the researcher will apply focused search terms and stringent inclusion criteria.
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	Research Activities
	Week 1
	Week 2
	Week 3
	Week 4
	Week 5
	Week 6
	Week 7
	Week 8
	Week 9
	Week 10

	Finalise research topic, title, aim and objectives
	
	
	
	
	
	
	
	
	
	

	Develop research questions and proposal structure.
	
	
	
	
	
	
	
	
	
	

	Search academic journals, books and industry reports.
	
	
	
	
	
	
	
	
	
	

	Screen and select relevant secondary sources
	
	
	
	
	
	
	
	
	
	

	Write a literature review and contextual debates.
	
	
	
	
	
	
	
	
	
	

	Write the research paradigm and methodology section.
	
	
	
	
	
	
	
	
	
	

	Evaluate methods, data tools and limitations.
	
	
	
	
	
	
	
	
	
	

	Prepare ethical considerations and resource implications.
	
	
	
	
	
	
	
	
	
	

	Conduct a thematic review of selected sources.
	
	
	
	
	
	
	
	
	
	

	Write a full first draft of the proposal.
	
	
	
	
	
	
	
	
	
	

	Edit, proofread and check Harvard referencing.
	
	
	
	
	
	
	
	
	
	

	Final formatting and submission preparation
	
	
	
	
	
	
	
	
	
	


[bookmark: _Toc233227434]12. Ethical Considerations
This paper is based on secondary information, and therefore, there will be no direct human subjects. This minimises a significant number of ethical threats. No interviews, personal data collection, or surveys. Thus, there are no issues related to the consent of the participants; the issue of confidentiality and withdrawal does not directly apply. However, ethical considerations are still important.
The initial one is the problem of academic integrity. The researcher cannot plagiarise, and he/she should give due credit to the sources. Throughout the proposal, Harvard referencing will be employed. All academic, industry, and policy ideas, arguments and evidence will be referenced properly. This is noteworthy since secondary research relies on the previous work.
The second concern is just interpretation. The researcher should not distort the sources or choose the evidence to favour a single side of the argument only. There are advantages and disadvantages of AI-based workforce management. Thus, the research should represent a balanced argument. e.g., AI will make productivity and scheduling easier, yet it might promote more surveillance and stress. To conduct ethical research, there must be fair treatment of both sides.
The third one is the credibility of the source. The scholar has to take sound scholarly and professional sources. Not economical websites or unsubstantiated opinion pieces will not serve as primary evidence. This safeguards the integrity and the quality of the study.
The fourth concern is the responsible discussion of employees and organisations. The research will not level baseless claims regarding particular retailers unless there is solid evidence to support the same. It will also not place responsibility on the staff or view wellbeing issues as personal inability. Instead, wellbeing will be discussed as a work design and management issue.
Lastly, the research will be responsible for AI-related evidence. Given that the subject matter concerns the issue of algorithmic management, the researcher should avoid making AI appear neutral. The AI systems mirror organisational decisions, information suppositions and management priorities. According to Bankins and Formosa (2023), AI has an ethical dimension to meaningful work. The paper will thus consider AI adoption to be a social and ethical matter rather than a technical matter.
[bookmark: _Toc233227435]13. Limitations
There are various limitations of the study. The first is the fact that it does not gather Primary data of UK-based retail employees. This implies that the research will not be able to directly elicit the lives of retail workers. The interviews with the employees may have more information about stress, autonomy and trust. Yet, the primary data collection would take longer, including approvals and access to individuals.
The second weakness is using existing sources. Particularly regarding UK retail, some sources might not be retail-oriented. As an example, algorithmic management studies tend to be platform work-based or international-based. The researcher will overcome this by choosing the best evidence and making it clear how it can be applied in UK retail.
The third weakness is the potential bias of sources. Industry reports can be reported in a positive way since the emphasis is placed on business innovation. Other scholarly research might have a higher risk and critique. The policies can concentrate on regulation and uncertainty. This will be dealt with by the researcher through a comparison of the various forms of sources and not concentrating on one view.
The fourth constraint is that AI technology evolves rapidly. Even evidence from a few years ago may partly become obsolete. To minimise this issue, the research will rank new sources, particularly those sources published in the past five years, like reports and articles. Nevertheless, notable theoretical sources will be involved and used where they are pertinent.
The last weakness is that qualitative secondary research is not able to establish causality. The research can indicate probable correlations between AI workforce management and wellbeing but fails to quantify precise influences. This is agreeable due to the aim, which is explorative and interpretive.
[bookmark: _Toc233227436]14. Conclusion
This proposal has outlined a secondary qualitative study on the impact of AI-enabled workforce management on employee wellbeing in the UK retail sector. The topic is timely because UK retailers are adopting AI to improve efficiency while employees face growing concerns about monitoring, autonomy, job quality and stress. The study will use an interpretivist paradigm, an inductive approach, document analysis and thematic analysis. It will contribute to academic debate and provide practical recommendations for responsible AI adoption that support both retail performance and employee wellbeing.
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