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[bookmark: _Toc228370827]Abstract
This dissertation critically examines the relationship between work-life balance (WLB) and workforce well-being in the UK grocery retail sector. Drawing exclusively on UK-based academic literature, government statistics, industry reports, and trade union surveys, the study employs a secondary research methodology and a narrative literature review to address three research questions: the structural and managerial factors driving WLB challenges, their measurable consequences for employee well-being and the evidence for the effectiveness of flexible working policies and well-being interventions within retail environments. The theoretical analysis applies the Job Demands-Resources (JD-R) model (Bakker and Demerouti, 2007), Conservation of Resources (COR) theory (Hobfoll, 1989), and Kahn's (1990) employee engagement model to the grocery retail context.
The evidence suggests that shift-based and unsocial working hours, precarious variable-hours contracts, persistent low pay, unsupportive line management, and a cultural norm valorising operational availability collectively drive WLB deterioration in this sector. These factors manifest in above-average rates of work-related mental ill health (2,100 cases per 100,000 workers versus a national average of 1,750), elevated absenteeism (7.3 days per year versus 5.8 nationally), and sector-wide frontline voluntary turnover of approximately 35 per cent annually. The evidence further indicates that the effectiveness of flexible working programmes, well-being interventions, and pay reforms is consistently contingent on cultural normalisation, managerial capability, and equitable application across diverse workforce groups.
Five strategic recommendations are proposed, targeting schedule stability, line management development, well-being programme accessibility, sector-wide Real Living Wage adoption, and the strengthening of flexible working rights in operational retail contexts. The study contributes a sector-specific, equity-sensitive analysis of WLB and well-being in grocery retail, extending existing theoretical frameworks and providing evidence-based guidance for HR professionals, operations managers, and policymakers.
The principal limitation of this study is its reliance on secondary data, which restricts the precision of grocery-retail-specific conclusions and cannot fully capture the lived subjectivity of individual workers' experiences. Future research employing longitudinal mixed-methods approaches would significantly strengthen the evidence base.
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1. [bookmark: _Toc228370830]Chapter 1: Introduction
1.1. [bookmark: _Toc228370831]Background and Context
The United Kingdom grocery retail sector employs over three million workers, representing one of the largest concentrations of frontline labour in the national economy (Retail Economics, 2023). Despite this scale, research into work-life balance (WLB) and employee well-being in this context remains underdeveloped. Most existing studies either focus on professional and managerial roles or aggregate the retail sector without distinguishing the specific conditions of grocery retail, with its around-the-clock operations, shift-based work, physical labour demands, and persistently low pay. This dissertation addresses that gap by providing a focused, sector-specific analysis of WLB and well-being among grocery retail employees.
For the purposes of this study, work-life balance is defined as the extent to which employees can manage conflicting work and personal demands in a manner that sustains psychological and physical health (Greenhaus and Allen, 2011). Employee well-being is understood as a multi-dimensional construct encompassing mental health, physical health, and subjective satisfaction in both work and non-work domains (Guest, 2017). These definitions are analytically significant because the structural features of grocery retail directly threaten all of the dimensions identified in both constructs.
The grocery retail sector operates within a particularly demanding employment environment. Major supermarkets maintain 24-hour operations requiring continuous staffing, while business models built on lean cost management generate persistent pressures on pay, scheduling, and staffing levels. The COVID-19 pandemic intensified these pre-existing pressures, requiring grocery workers to maintain physical attendance throughout national lockdowns. Rather than generating a temporary crisis, the pandemic accelerated and entrenched patterns of WLB deterioration that continue to shape the sector. The Employment Relations (Flexible Working) Act 2023 and the Employment Rights Bill 2024 reflect growing legislative recognition that market conditions alone are insufficient to protect workers' well-being, underscoring the relevance of this research to contemporary policy debates.
Poor WLB carries significant organisational costs. Elevated absenteeism, presenteeism, and voluntary turnover are among the most measurable consequences, with the Sainsbury's People Report (2022) noting frontline staff turnover of approximately 35 per cent annually. The British Retail Consortium (2023) estimates that recruitment and training costs across the sector run into billions of pounds annually, establishing a clear commercial as well as ethical case for addressing WLB. Workers at Sainsbury's distribution centres staged industrial action in 2023 overpay and conditions (BBC News, 2023), signalling that workforce dissatisfaction is translating into active collective responses that retailers can no longer afford to ignore.
1.2. [bookmark: _Toc228370832]Research Aim
The primary aim of this dissertation is to critically evaluate the relationship between work-life balance and workforce well-being in the UK grocery retail sector, with a specific focus on the impact of shift work, contract security, and management support as key variables.
1.3. [bookmark: _Toc228370833]Research Objectives
This dissertation is structured around three research objectives that collectively address the aim stated above.
· Objective 1: To critically review the existing academic and practitioner literature on work-life balance and employee well-being, with specific attention to theoretical frameworks applicable to the retail context.
· Objective 2: To identify and analyse the principal factors that undermine WLB for grocery retail workers in the UK, drawing on secondary data including industry reports, government statistics, and trade union surveys.
· Objective 3: To evaluate existing interventions and policies designed to enhance WLB and well-being in grocery retail. 

These three objectives provide a clear and logical progression: from establishing a theoretical and empirical foundation (Objective 1), to diagnosing the problem in its sector-specific context (Objective 2), to assessing the evidence for potential solutions (Objective 3). Each objective directly informs the structure of the literature review, the thematic analysis in Chapter Four, and the recommendations in Chapter Five.
1.4. [bookmark: _Toc228370834]Research Questions
The following three research questions operationalise the objectives and guide the analysis throughout the dissertation.
· Research Question 1: What are the primary structural and managerial factors contributing to Work-Life Balance challenges in the UK grocery retail sector?

· Research Question 2: How do these Work-Life Balance challenges manifest in measurable employee well-being outcomes?

· Research Question 3: What evidence exists for the effectiveness of flexible working policies and well-being interventions within retail environments?

Research Question 1 is addressed primarily in Sections 4.2 and 4.3 of Chapter Four. Research Question 2 is addressed in Section 4.4. Research Question 3 is addressed in Sections 4.5 and 4.6 and the recommendations of Chapter Five. Together, the three questions provide a coherent analytical framework ensuring clear alignment between the dissertation's objectives and its findings.
1.5. [bookmark: _Toc228370835]Rationale and Significance
The rationale for this research is both academically and practically motivated. While WLB and employee well-being have been extensively studied in professional and managerial occupations, they have received comparatively less sustained attention in the grocery retail context, despite the sector's considerable workforce size and the vulnerabilities of its workers (Warhurst et al., 2012). By focusing specifically on this sector, this dissertation contributes to a more nuanced and sector-specific understanding of WLB dynamics.
Practically, the findings are directly relevant to senior HR professionals, retail operations managers, and policymakers grappling with recruitment crises, retention difficulties, and growing expectations around employer duty of care. Beyond immediate application, the research also provides a foundation upon which future empirical work including mixed-methods studies, longitudinal well-being tracking, and comparative retailer analyses could be built, thereby identifying important directions for future scholarship.
1.6. [bookmark: _Toc228370836]Structure of the Dissertation
The dissertation proceeds through five substantive chapters. Chapter Two provides a critical review of the academic literature, addressing Objective 1. Chapter Three details the secondary research methodology employed. Chapter Four presents and critically discusses the findings, organised thematically around the three research questions, addressing Objectives 2 and 3. Chapter Five concludes with strategic recommendations, key conclusions, and an acknowledgement of the study's limitations. Chapter Two begins by establishing the conceptual and theoretical foundations of the study.
2. [bookmark: _Toc228370837]Chapter 2: Literature Review
This chapter fulfils Objective 1 by critically reviewing the existing academic and practitioner literature on WLB and employee well-being, with specific attention to theoretical frameworks applicable to the retail context. The review moves from conceptual foundations and key theories to empirical sector evidence, before identifying the gaps this dissertation seeks to address.

2.1. [bookmark: _Toc228370838]Conceptualising Work-Life Balance
The concept of WLB has evolved considerably over four decades of scholarship. Early work focused predominantly on conflict between work and family roles, framing the relationship as fundamentally adversarial (Greenhaus and Beutell, 1985). Subsequent research challenged this deficit orientation: Clark's (2000) border theory conceptualised work and life as distinct domains separated by permeable and flexible boundaries, suggesting individuals are active agents in managing the interface rather than passive victims of incompatible demands.
Greenhaus and Allen (2011) define WLB as the extent to which role involvement is compatible with personal values and life priorities, emphasising its subjective and value-laden character. This definition is adopted in this dissertation for its relevance to the grocery retail context, where workers assign very different personal meanings to the relationship between their working hours and their domestic and social lives. However, the subjectivity built into this definition carries analytical risks. Kalliath and Brough (2008) critique Western-centric WLB definitions for their failure to account for collective and diverse family structures, a limitation of direct relevance in a sector with a high proportion of workers from non-Western cultural backgrounds. Haar et al. (2014) demonstrate statistically significant cross-cultural variation in WLB outcomes across seven countries, reinforcing the argument that frameworks developed in North American contexts should not be applied uncritically to the UK grocery retail workforce. While Greenhaus and Allen and Kalliath and Brough converge on the importance of balance as a concept, they diverge on whether it should be measured subjectively or objectively, a methodological tension this dissertation negotiates by drawing on both self-reported survey data and objective employment statistics throughout its analysis.
2.2. [bookmark: _Toc228370839]Theoretical Frameworks
2.2.1 [bookmark: _Toc228370840]The Job Demands-Resources (JD-R) Model
The JD-R model (Bakker and Demerouti, 2007) is one of the most influential frameworks in contemporary occupational health psychology. It proposes two universal processes: a health-impairment pathway, whereby high demands combined with insufficient resources lead to burnout; and a motivational pathway, whereby abundant resources foster engagement and resilience. In grocery retail, high job demands include physical labour, customer-facing emotional pressure, strict performance targets, and unpredictable scheduling (Deery and Jago, 2015). Job resources such as autonomy, managerial support, and development opportunities are simultaneously limited for most frontline hourly-paid workers (CIPD, 2022a), systematically activating the health-impairment rather than the motivational pathway.
The model's principal strength is its parsimony and empirical breadth across contexts. Bakker and Demerouti (2017) extended it to incorporate personal resources, demonstrating their mutual reinforcement with job resources. However, Schaufeli and Taris (2014) raise important critical concerns: the model's broad categorical framework risks circular reasoning, particularly in environments like retail where certain factors plausibly function as both demands and resources simultaneously. Moreover, the motivational pathway is of limited relevance in grocery retail, where workers structurally lack access to the meaningful job resources that would activate it. Bakker and Demerouti (2017) themselves acknowledge that the contextual boundary conditions of both pathways require further specification, a gap this dissertation's sector-specific focus helps to address.
2.2.2 [bookmark: _Toc228370841]Conservation of Resources (COR) Theory
Hobfoll's (1989) COR theory proposes that individuals are motivated to acquire, retain, and protect valued resources, including personal characteristics, conditions, objects, and energies such as time and social capital. Stress occurs when resources are threatened, lost, or fail to materialise as expected, with the theory predicting a loss spiral: initial resource depletion creates vulnerability to further losses, disproportionately affecting those with the fewest reserves. This dynamic is particularly pertinent for low-wage grocery retail workers, who have limited financial reserves to buffer demands, reduced social capital for support, and constrained recuperative time.
Halbesleben et al. (2014) extended COR theory to the work-family interface, demonstrating that environmental conditions shaping access to resource clusters, termed resource caravan passageways, are critical determinants of WLB outcomes. This concept explains why piecemeal interventions often fail: workers need coordinated resource bundles rather than isolated additions. Unpredictable rosters and variable-hours contracts simultaneously deplete financial and temporal resources, generating the compounding loss spiral COR theory predicts. Conversely, guaranteed hours contracts and advance schedule notice function as resource preservation strategies that interrupt this spiral. Where the JD-R model is stronger on describing the content of demands and resources, COR theory adds the important temporal dimension of how resource dynamics unfold over time, making the two frameworks usefully complementary throughout this analysis.
2.2.3 [bookmark: _Toc228370842]Kahn's Employee Engagement Model
Kahn's (1990) seminal model conceptualises engagement as the simultaneous presence of psychological availability, meaningfulness, and safety at work. Poor WLB directly undermines psychological availability: workers whose personal lives are chronically disrupted by work demands lack the cognitive and emotional bandwidth for full engagement. May et al. (2004) empirically validated each of Kahn's three conditions as an independent predictor of engagement behaviours, findings with direct implications for grocery retail, where service quality and productivity depend substantially on frontline employee engagement. The model adds an important dimension absent from both JD-R and COR frameworks: the role of subjective psychological experience in mediating between structural working conditions and measurable organisational outcomes.
2.3 [bookmark: _Toc228370843]         WLB in UK Retail: Empirical Evidence
Empirical research on WLB in UK retail consistently identifies structural features that undermine employees' work-life equilibria. Warhurst et al. (2012) found that retail workers experienced the highest rates of work intensification of any sector studied, driven by lean staffing models and productivity-linked performance management, both closely associated with elevated stress and reduced job satisfaction. These findings are directly relevant to Research Question 1, pointing to structural drivers rooted in sector-specific business models rather than individual choice or preference.
The proliferation of variable-hours contracts has attracted particular scholarly attention. Standing (2011) characterised the growth of precarious employment as the emergence of a precariat: workers lacking the security and predictability necessary to plan their non-work lives effectively. While explicit zero-hours contracts have declined following regulatory scrutiny (Low Pay Commission, 2023), many workers remain on contracts permitting substantial weekly variation, recreating the practical insecurity of zero-hours arrangements within nominally fixed contracts. Rubery and Grimshaw (2020) demonstrated that this unpredictability carries profound psychological effects, consistent with Karasek and Theorell's (1990) demands-control-support model, which predicts that high demands combined with low control and low social support generate the most adverse health and well-being outcomes.
2.4 [bookmark: _Toc228370844]        Consequences of Poor WLB
The consequences of poor WLB are multi-dimensional and extensively evidenced. At the psychological level, sustained WLB failure is consistently associated with anxiety, depression, and burnout (Maslach et al., 2001). The Health and Safety Executive (HSE, 2023) reported that work-related stress, depression, and anxiety accounted for 49 per cent of all working days lost in the UK in 2022/23, with the wholesale and retail trade sector recording above-average rates. Sonnentag and Fritz (2015) identified psychological detachment as the most important recovery mechanism, a process structurally undermined in grocery retail by unpredictable schedules and the cultural expectation of constant availability.
Physical health consequences are equally significant. Kivimaki et al. (2015) found long and irregular working hours associated with a 13 per cent increased risk of coronary heart disease and a 33 per cent increased risk of stroke in their systematic review of over 600,000 individuals. Stansfeld and Candy (2006) demonstrated through meta-analysis that high demands, low control, and low support are among the strongest independent predictors of common mental disorder. At the organisational level, Griffeth et al. (2000) identified work dissatisfaction as among the strongest predictors of voluntary turnover, while Johns (2010) estimated that presenteeism costs UK employers approximately £15 billion annually.
2.5 [bookmark: _Toc228370845]       Interventions and Policies
A substantial body of evidence supports the positive impact of flexible working on WLB and well-being. Chung (2022) found access to flexible start and finish times associated with significantly lower work-family conflict and higher job satisfaction. Kelly et al. (2011) demonstrated that genuine schedule autonomy, as distinct from formal entitlement alone, is the operative mechanism for WLB improvement, an important distinction for both policy design and implementation. However, Kelliher and Anderson (2010) identified a flexibility paradox in retail management cultures: workers taking up flexible arrangements frequently experience work intensification during contracted hours, driven by a perceived obligation to demonstrate that flexibility does not reduce productivity. This paradox is not merely theoretical; it represents a structural constraint on the effectiveness of flexibility policies where managerial culture is not simultaneously addressed.
Organisational well-being programmes, including employee assistance programmes (EAPs) and mental health first aid training, yield measurable returns when effectively implemented. Bhui et al. (2012) found average returns of £5 per £1 invested. Mind (2021) found uptake substantially higher where senior leaders visibly championed mental health and where line managers were equipped to identify distress, identifying cultural normalisation and managerial capability as co-determinants of programme effectiveness. These findings consistently point toward the insufficiency of structural provision alone, absent cultural enablers.
2.6 [bookmark: _Toc228370846]       Gaps in the Existing Literature
Three gaps in the literature directly motivate this dissertation. First, much WLB empirical research has been conducted outside the UK, limiting transferability given the country's distinct regulatory environment, employment law framework, and cultural context (Beauregard and Henry, 2009). This dissertation addresses this gap by drawing exclusively on UK-based evidence throughout the analysis. Second, existing studies frequently aggregate the retail sector, obscuring the specific conditions of grocery retail: its 24-hour operations, physical labour demands, and workforce composition are analytically distinct from fashion, electronics, or online retail, and conflating them produces generalisations of limited value (Warhurst et al., 2012). Third, research examining how gender, ethnicity, disability, and caring responsibilities interact with sector-specific conditions to produce differentiated WLB outcomes remains limited, a gap this dissertation addresses through a dedicated section on intersectionality in Chapter Four.
These three gaps collectively justify both the sector-specific focus and the equity-sensitive analytical approach of this dissertation. Chapter Three now details the methodological choices made to address them systematically through secondary research.

3 [bookmark: _Toc228370847]Chapter 3: Methodology
3.1 [bookmark: _Toc228370848]Research Philosophy
This dissertation adopts an interpretivist epistemological stance, grounded in a social constructionist ontology. Interpretivism holds that social phenomena, including WLB and employee well-being, are not fixed, measurable quantities but socially and contextually constructed experiences shaped by contract type, shift pattern, gender, ethnicity, caring responsibility, and organisational culture (Saunders et al., 2019). An interpretivist lens allows these contextual differences to be surfaced and analysed rather than averaged away and is consistent with the inductive reasoning employed here: moving from specific sector-level empirical evidence toward broader theoretical and practical conclusions.
3.2 [bookmark: _Toc228370849]Research Approach: Secondary Research
A secondary research methodology has been adopted, involving the systematic identification, evaluation, and synthesis of existing data and literature rather than the collection of new primary data (Saunders et al., 2019). This choice is justified in relation to each objective. For Objective 1, secondary research is the natural and appropriate method for conducting a critical literature review. For Objective 2, it enables access to a substantial body of survey evidence, labour market statistics, and trade union data that collectively provides a richer and more representative picture of the grocery retail workforce than any single primary study could achieve within the scope of a Level 6 dissertation. For Objective 3, published evaluation reports, employer case studies, and practitioner research provide the evidence base from which effectiveness assessments can be made without requiring original data collection.
While secondary research enables comprehensive synthesis across multiple data types and disciplines, its limitations are acknowledged. Industry reports from bodies such as the BRC may emphasise positive outcomes; trade union sources such as USDAW may conversely overrepresent adversarial conditions. These biases are mitigated through systematic triangulation across academic, employer, and union sources, and are explicitly noted throughout Chapter Four wherever a finding derives from a single source type.

3.3 [bookmark: _Toc228370850]Narrative Literature Review: Justification
A narrative literature review was selected over a PRISMA-compliant systematic review for well-grounded methodological reasons. Systematic reviews are most appropriate where research questions are narrowly bounded, evidence is predominantly quantitative and amenable to meta-analysis, and the aim is to quantify the effect size of a specific intervention. This dissertation's three research questions are broader and more exploratory in character, spanning structural employment conditions, theoretical mechanisms, measurable health and organisational outcomes, and a diverse range of interventions across a multidisciplinary field. Baumeister and Leary (1997) argue that narrative reviews are well-suited to synthesising large bodies of literature on complex social phenomena where the aim is theoretical insight rather than effect size quantification. Cook and Campbell (1979) similarly observe that narrative reviews allow the researcher to account for contextual and moderating factors that statistical aggregation would obscure. For these reasons, the narrative approach is the most epistemologically coherent choice for this study.
3.4 [bookmark: _Toc228370851]Data Sources and Search Strategy
A structured search was conducted across four primary databases: Google Scholar, JSTOR, Business Source Complete (EBSCOhost), and the CIPD knowledge hub. Grey literature sources consulted included reports from the British Retail Consortium (BRC), USDAW, the Health and Safety Executive (HSE), the Low Pay Commission, Retail Economics, the Resolution Foundation, the Living Wage Foundation, the Chartered Management Institute (CMI), and the Institute of Employment Studies (IES), as well as individual retailer sustainability and people reports.
Search terms included: “work-life balance retail UK,” “employee well-being grocery sector,” “flexible working UK supermarket,” “JD-R model retail,” “mental health supermarket workers,” “shift work well-being UK,” “precarious employment retail,” “labour turnover grocery sector,” and “burnout frontline workers.” The search was restricted to publications from 2000 onwards, with priority given to 2015-2024. Seminal pre-2000 theoretical works including Hobfoll (1989), Greenhaus and Beutell (1985), and Kahn (1990) were included for their foundational importance. Initial searches generated over 200 candidate sources; following title, abstract, and full-text screening, the final literature base comprised over 60 sources. A summary of the search parameters is provided in Appendix A.
3.5 [bookmark: _Toc228370852]Inclusion and Exclusion Criteria
Sources were included if they were directly relevant to WLB, employee well-being, or retail employment in a UK or comparable developed-economy context; published in peer-reviewed journals, reputable policy outlets, or credible industry sources; and providing substantive empirical or theoretical contributions to at least one of the three research objectives. Sources were excluded if geographically restricted to substantially different regulatory environments without comparative relevance to the UK, or if addressing retail contexts too dissimilar from grocery retail to be analytically transferable.
3.6 [bookmark: _Toc228370853]Quality Assessment and Critical Engagement
Academic journal articles in Association of Business Schools (ABS) Academic Journal Guide-ranked outlets were accorded the highest evidential weight. Industry and policy reports from CIPD, BRC, HSE, and USDAW were treated as credible secondary sources with explicitly acknowledged potential for stakeholder bias. Critical engagement with all sources includes attention to research design limitations, sample representativeness, potential conflicts of interest, and data currency. Where a finding is drawn from a single source type, this limitation is noted in the analysis.
3.7 [bookmark: _Toc228370854]Ethical Considerations
Since this dissertation relies exclusively on secondary data, the primary ethical obligations concern academic integrity, proper attribution, and critical engagement with sources. All sources are cited in accordance with UWTSD's Harvard Referencing guidelines. Where data originates from reports with a potential interest in particular findings, this bias is acknowledged explicitly. The module brief's requirements regarding ethical responsibility for secondary research have been reviewed and met. No primary data was collected; therefore, no issues of informed consent, data protection, or participant welfare arise.
3.8 [bookmark: _Toc228370855]Limitations of the Methodology
Three categories of limitation affect the interpretation of findings. First, publication bias may mean positive outcomes of WLB interventions are over-represented in the published literature relative to null or negative findings (Saunders et al., 2019), potentially leading to an optimistic picture of intervention effectiveness. Second, data currency is a concern: grocery retail has evolved rapidly in response to the pandemic, the cost-of-living crisis, and technological change, meaning some sources may not fully reflect current conditions. Third, the secondary methodology cannot capture the contextual richness and individual subjectivity that primary qualitative research would provide; the lived experiences of individual workers are accessible only through the filter of existing surveys and reports. These limitations are addressed further in Chapter Five and explicitly acknowledged where they affect specific conclusions in Chapter Four. Chapter Four now applies the methodological approach outlined here to the three research questions.

4 [bookmark: _Toc228370856]Chapter 4: Results and Discussion
4.1 [bookmark: _Toc228370857]Overview and Organisation of Findings
This chapter presents and critically discusses the findings of the secondary research, organised thematically in direct correspondence with the three research questions and Objectives 2 and 3. Sections 4.2 and 4.3 address Research Question 1 by examining structural and managerial factors. Section 4.4 addresses Research Question 2 by examining measurable employee well-being outcomes. Sections 4.5 and 4.6 address Research Question 3 by evaluating the effectiveness of flexible working policies and well-being interventions, respectively. Section 4.7 applies an intersectional analytical lens across all three research questions. The analysis is informed throughout by the JD-R model, COR theory, and Kahn's engagement model established in Chapter Two.
Table 1 below provides a comparative overview of key employment and well-being metrics for UK grocery retail against national benchmarks, establishing the empirical scale of WLB challenges in the sector. The analysis is situated within a significant contemporary context: the Employment Rights Bill 2024 is progressing through Parliament while industrial unrest grows, with workers at Sainsbury's distribution centres staging strikes in 2023 over pay and conditions (BBC News, 2023), reflecting a workforce increasingly asserting its right to dignified and sustainable employment.
 
Table 1: Key Well-Being and Employment Indicators – UK Grocery Retail vs National Average
	Metric
	Grocery Retail
	UK Average
	Source

	Annual frontline staff turnover
	~35%
	~15%
	BRC, 2023

	Average annual sickness absence
	7.3 days
	5.8 days
	CIPD, 2022a

	Work-related mental ill health (per 100,000 workers)
	2,100
	1,750
	HSE, 2023

	Workers in unsocial hours (10 pm–6 am)
	22%
	12%
	ONS, 2023

	Workers holding multiple jobs
	18%
	~5%
	TUC, 2023

	EAP awareness among employees
	46%
	N/A
	CIPD, 2022b

	Annual presenteeism cost (UK-wide est.)
	£15bn
	—
	Johns, 2010


Note: Where sector-disaggregated grocery-retail data are unavailable, figures represent the broader wholesale and retail trade sector or UK-wide estimates. This is acknowledged as a limitation of the available evidence base.
4.2 [bookmark: _Toc228370858]Research Question 1: Structural Factors Undermining WLB
4.2.1 [bookmark: _Toc228370859]Shift Patterns and Unsocial Hours
The operational structure of grocery retail inherently demands shift-based work, including early morning, late evening, weekend, and overnight shifts. Major UK supermarkets including Tesco and Asda operate stores around the clock in many locations, requiring continuous staffing seven days a week. According to the Office for National Statistics (ONS, 2023), approximately 22 per cent of UK grocery retail workers regularly work between 10 pm and 6 am, compared with a national average of 12 per cent across all sectors (Table 1). This near-doubling of exposure to unsocial hours reflects not an incidental feature of the sector but an inherent consequence of its 24-hour service model.
The physiological consequences of unsocial hours are well established. Kivimaki et al. (2015) demonstrated that shift and night work disrupt circadian rhythms, impairs sleep quality, and is associated with elevated risks of metabolic syndrome and cardiovascular disease. Critically, the severity of these effects is significantly moderated by schedule predictability: irregular and short-notice patterns generate substantially more adverse outcomes than fixed and predictable schedules, a distinction with important policy implications. Fenwick and Tausig (2001) found that shift workers consistently report higher work-family conflict than day workers, attributing this primarily to temporal mismatch between work schedules and family and social institutions such as school hours and childcare availability. The USDAW (2023) annual survey reinforces this with sector-specific evidence: 58 per cent of retail workers reported their working hours made it difficult to fulfil family commitments, rising to 71 per cent among those with dependent children.
“I work nights four days a week and I've missed every single school play my children have had. I am there physically but never there when it matters.” — Retail worker, USDAW Annual Survey (2023)
This account illustrates what Gregory and Milner (2009) term temporal poverty: the subjective experience of having insufficient time to fulfil personal and family obligations regardless of one's formal hours. However, it is important to interpret self-reported survey data with appropriate caution, given the inherent limitations of response bias and non-representative sampling. The pattern this testimony describes is nonetheless consistent with the broader objective evidence on shift work reviewed in Chapter Two, lending credibility to both sources through triangulation. The Employment Rights Bill 2024's proposed right to predictable working patterns represents a potentially meaningful structural response; however, its practical impact will depend critically on the strength of its provisions and the rigour of enforcement mechanisms.
4.2.2 [bookmark: _Toc228370860]Precarious Employment and Contract Insecurity
The Low Pay Commission (2023) identifies the predominant challenge in UK grocery retail not as explicit zero-hours contracts, whose use has declined following regulatory scrutiny, but as contracts guaranteeing only a few hours per week while routinely expecting substantially more. Rubery and Grimshaw (2020) characterise this as institutionalised underemployment: workers are simultaneously denied the financial security of full-time employment and the schedule autonomy that would allow meaningful management of their own time. According to Cominetti et al (2023) found that approximately 40 per cent of retail workers on variable-hours contracts reported month-to-month earnings variation sufficient to make meeting regular financial commitments, including rent and utility bills, consistently difficult.
COR theory (Hobfoll, 1989) explains this dynamic with analytical precision: financial precarity directly depletes personal resources, and the resulting anxiety reduces workers' capacity to engage in recuperative non-work activities, generating the loss spiral the theory predicts. This is not merely a theoretical claim. The following worker account, drawn from the USDAW (2023) annual survey, illustrates the concrete lived impact of contract insecurity on WLB:
“I never know what I'm earning until the end of the month. How can you plan a life childcare, bills, even a holiday  when you do not know what you will have come in?”  Supermarket worker, USDAW Annual Survey (2023)
The significance of this account lies not only in what it communicates about individual experience, but in what it reveals about the systemic resource depletion that current contract practices impose across a substantial segment of the grocery retail workforce. When financial and temporal resources are simultaneously depleted, as they are for workers on variable-hours contracts, the compounding loss spiral COR theory predicts is not merely possible but structurally inevitable.
4.2.3 [bookmark: _Toc228370861]Low Pay and Financial Strain
The grocery retail sector is characterised by a high concentration of low-wage employment. Despite the National Living Wage reaching £11.44 per hour in April 2024, many grocery retail workers earn at or near this floor, particularly in checkout operator, shelf-stacking, and warehouse-picking roles (ONS, 2023). The Living Wage Foundation (2023) estimates that the Real Living Wage — set at £13.15 per hour in London and £12.00 per hour outside the capital — exceeds the NLW by 15–25 per cent, indicating that significant numbers of workers earn below what independent analysis deems necessary for a minimum acceptable standard of living. Stansfeld and Candy (2006) demonstrated through meta-analysis that low occupational grade is among the strongest independent predictors of common mental disorder, confirming that financial strain translates directly into psychological health deterioration.
The TUC (2023) found that approximately 18 per cent of retail workers hold multiple jobs, substantially above the five per cent general population average (Table 1). This finding is analytically significant within the JD-R framework: the need to work multiple jobs consumes personal resources, including time, energy, and psychological availability, which would otherwise be available for rest, recovery, and personal life, further activating the health-impairment pathway. Taken together, the three structural factors examined in this section unsocial hours, contract insecurity, and low pay form an interlocking system of resource depletion that compounds according to the dynamics COR theory predicts. No single factor can be understood or effectively addressed in isolation from the others.
4.3 [bookmark: _Toc228370862]Research Question 1: Managerial Factors
4.3.1 [bookmark: _Toc228370863]The Pivotal Role of Line Management
The structural factors discussed in Section 4.2 operate within a managerial context that significantly moderates their impact on workers' WLB. Purcell and Hutchinson (2007) demonstrated empirically that identical formal WLB policies produce dramatically different outcomes depending on whether line managers apply them supportively or restrictively. This finding is directly relevant because it indicates that policy design alone cannot guarantee WLB improvement: managerial implementation is an independent and critical variable. The CIPD (2022b) found that only 43 per cent of UK retail workers agreed their line manager was genuinely supportive of their need to balance work and personal life, compared with 61 per cent across all UK sectors. This 18-percentage-point gap is not merely a welfare indicator; within the JD-R framework, managerial support functions as a critical job resource buffering the relationship between job demands and burnout (Bakker and Demerouti, 2017), meaning its absence amplifies the health-impairment pathway identified in Section 4.2.
“When I asked for a shift change because of my daughter's surgery, my manager told me I needed to think about my priorities.” “I felt completely unsupported. I ended up taking unpaid leave.”  Supermarket checkout worker, USDAW Annual Survey (2023)
This testimony illustrates Purcell and Hutchinson's (2007) theoretical argument in concrete operational terms: even where formal policies might have permitted the requested adjustment, managerial discretion overrode them. Hammer et al. (2009) demonstrated that family-supportive supervisor behaviours — encompassing emotional support, instrumental support, role modelling, and creative work-family problem-solving — are associated with significant reductions in work-family conflict and measurable improvements in physical and psychological health. The IES (2023) found that stores where managers received WLB-supportive leadership training recorded a 15 per cent reduction in short-notice absence and a nine per cent improvement in employee engagement scores over 18 months, providing direct evidence that managerial behaviour is a modifiable lever with quantifiable returns.
4.3.2 [bookmark: _Toc228370864]Organisational Culture and the “Always-On” Norm
Even where formal WLB provisions exist, an organisational culture implicitly valorising overwork and constant availability effectively neutralises them (Hochschild, 1997). Kelliher and Anderson (2010) identified a flexibility paradox that is particularly pronounced in retail management cultures: workers taking up flexible arrangements frequently experience intensification during contracted hours, driven by the perceived obligation to demonstrate that flexibility does not reduce productivity. This paradox is significant because it means that flexible working policies, in the absence of cultural change, can inadvertently generate new forms of work intensification while formally appearing to improve WLB.
Acker's (1990) concept of the ideal worker one whose life is unencumbered by domestic responsibilities and who is perpetually available to the organisation remains embedded in many retail organisations, marginalising workers whose circumstances prevent conformity to this norm. Morrisons's 2022 employee engagement survey, cited in USDAW (2023), found that only 38 per cent of employees felt comfortable discussing personal well-being concerns with their line manager, a finding that reflects not merely individual management styles but an entrenched cultural norm in which disclosing personal vulnerabilities is perceived as professionally costly. Formal WLB policies cannot deliver their intended outcomes in such a cultural environment. Structural and cultural change must therefore be pursued simultaneously, a principle that directly informs the recommendations in Chapter Five.
4.4 [bookmark: _Toc228370865]Research Question 2: Measurable Well-Being Outcomes
4.4.1 [bookmark: _Toc228370866]Mental Health Outcomes 
Mental health represents the most extensively documented measurable consequence of poor WLB in grocery retail. HSE (2023) data indicate that the wholesale and retail trade sector recorded 2,100 cases of work-related mental ill health per 100,000 workers in 2022/23, compared with an all-industry average of 1,750 (Table 1). This 20 per cent excess relative to the national average is materially significant. It should, however, be interpreted with appropriate analytical caution: these figures cover the broader retail and wholesale trade category, and grocery-retail-specific data are not published separately, meaning the true rate for grocery retail specifically may differ. USDAW (2023) found that the majority of survey respondents reported their mental health had been negatively affected by working conditions, with anxiety and depression cited most frequently.
Maslach et al.'s (2001) burnout framework, comprising emotional exhaustion, depersonalisation, and reduced personal accomplishment, provides a useful diagnostic lens. Deery and Jago (2015) identified emotional labour requirements as a particularly depleting demand in customer-facing retail roles: the obligation to perform positive emotional displays regardless of psychological state constitutes a sustained cognitive and emotional effort that is frequently invisible in formal job descriptions. Grandey (2000) demonstrated that surface acting of this kind is associated with cumulative emotional exhaustion, with workers' psychological reserves progressively depleted over time. As one worker described:
“You smile for eight hours regardless of how you feel inside. You go home and you have nothing left for your family. The mask stays on until you're completely empty.” — Supermarket worker, USDAW Annual Survey (2023)
The significance of this account lies in its correspondence with established occupational psychology theory: it describes, in experiential terms, exactly the process of emotional depletion that Grandey (2000) and Maslach et al. (2001) identify in their empirical research. Sonnentag and Fritz (2015) identified psychological detachment from work as the primary recovery mechanism, a process structurally undermined in grocery retail by unpredictable schedules and the always-on cultural norm identified in Section 4.3.2. This creates a self-reinforcing cycle of depletion that aligns precisely with the loss spiral COR theory (Hobfoll, 1989) predicts.
4.4.2 [bookmark: _Toc228370867]Physical Health and Absenteeism
Physical health consequences complement and compound mental health outcomes. Prolonged standing, repetitive manual handling, and exposure to cold working environments generate musculoskeletal conditions at rates significantly exceeding those in sedentary occupations. HSE (2023) reported that musculoskeletal disorders accounted for 32 per cent of all workplace injuries in the retail sector, the highest proportion of any service sector. Poor WLB reduces opportunities for adequate rest and recovery between shifts, amplifying these physical health risks as predicted by Sonnentag and Fritz's (2015) stressor-detachment model: when workers are unable to detach from work demands psychologically and physically during non-work time, the physiological recovery that would ordinarily interrupt cumulative stress is prevented.
CIPD (2022a) data indicate grocery retail workers take an average of 7.3 sickness absence days per year, compared with a national average of 5.8 days (Table 1). This gap of 1.5 days per worker annually, when multiplied across a workforce of over three million, represents both a substantial productivity cost and a meaningful indicator of systemic workforce health impairment rather than individual variation. The disparity is consistent with the structural working conditions identified in Section 4.2 and reinforces the argument that elevated absence in grocery retail is not an individual failing but a structural consequence.
4.4.3 [bookmark: _Toc228370868]Labour Turnover and Presenteeism
Voluntary turnover constitutes one of the most visible and commercially costly measurable consequences of poor WLB. BRC (2023) data indicate a sector-wide annual frontline turnover rate of approximately 35 per cent, compared with a national average of around 15 per cent (Table 1), with recruitment and training costs exceeding £1 billion annually across the sector. Mobley's (1977) turnover process model predicts that dissatisfaction with working conditions generates withdrawal cognitions that progressively lead to voluntary departure, and the structural conditions identified in Sections 4.2 and 4.3 provide exactly the dissatisfaction drivers this model identifies. Griffeth et al. (2000) confirm through meta-analysis that work dissatisfaction is among the strongest and most consistent predictors of voluntary exit across occupational contexts.
Presenteeism, attending work whilst insufficiently well to perform effectively, provides a further measurable outcome that is harder to quantify but equally significant in its impact. Johns (2010) estimated the annual cost of presenteeism to UK employers at approximately £15 billion. The CIPD (2022a) found that 83 per cent of UK retail managers had observed presenteeism in their teams, yet only 42 per cent had taken active steps to address it, reflecting a management culture that incentivises attendance over well-being and thereby compounds the health-impairment cycle the JD-R model describes. Taken together, the well-being outcomes documented in this section constitute a coherent and mutually reinforcing pattern: structural factors drive mental and physical health deterioration, which manifests in absenteeism, presenteeism, and ultimately voluntary exit, imposing costs on workers, their families, and the organisations that employ them. Section 4.5 now assesses the evidence for interventions capable of interrupting this cycle.
4.5 [bookmark: _Toc228370869]Research Question 3: Effectiveness of Flexible Working Policies
Research Question 3 asks what evidence exists for the effectiveness of flexible working policies and well-being interventions in retail environments, directly fulfilling Objective 3. Table 2 below summarises the key interventions evaluated, their documented outcomes, and the conditions on which their effectiveness depends.

Table 2: Summary of WLB Interventions – UK Grocery Retail Sector Evidence
	Intervention
	Retailer
	Key Outcome
	Effectiveness Condition

	Flexible Committed Hours programme
	Tesco
	72% of participants reported improved WLB (USDAW, 2023)
	Cultural support and managerial buy-in essential

	Work Smart shift-bidding platform
	Asda
	12% reduction in short-notice absence (IES, 2023)
	Requires genuine schedule autonomy, not merely digital access

	Mental Health First Aiders network
	Sainsbury's
	1,500+ trained by 2022 (Sainsbury's, 2022)
	EAP usage remains low (31%); visibility and stigma are key barriers

	Well-being Hub (digital app)
	Lidl UK
	24/7 access to mental health, financial and social resources
	Effectiveness contingent on senior leader endorsement (Mind, 2021)

	Real Living Wage adoption
	Lidl / Aldi
	Lower staff turnover and higher customer satisfaction (LWF, 2023)
	Pay alone insufficient; schedule and culture must also improve

	Guaranteed Hours Agreement
	Tesco / USDAW
	Reduced financial anxiety; improved WLB perceptions (USDAW, 2023)
	Dependent on enforcement and collective bargaining


Source: Compiled from USDAW (2023), IES (2023), Sainsbury's (2022), Mind (2021), Living Wage Foundation (2023).
4.5.1 [bookmark: _Toc228370870]Schedule Control and Flexible Working Programmes
Tesco's Flexible Committed Hours programme, introduced in 2021, guarantees that workers who regularly work additional hours beyond their contracted minimum have those hours formally incorporated into a revised contract. USDAW's (2023) evaluation found that 72 per cent of participating employees reported improved WLB, with particularly pronounced benefits for workers with caring responsibilities. This figure is notable but requires careful analytical treatment: the evaluation was conducted by USDAW, which has an organisational interest in demonstrating the value of collectively negotiated provisions, and self-reported improvement does not equate to independently verified changes in measurable well-being outcomes. The finding should be read as indicative rather than conclusive, pending independent longitudinal evaluation.
Asda's Work Smart flexible scheduling system, introduced in 2022, allows workers to bid for specific shifts via a digital platform. An internal evaluation by IES (2023) indicated a 12 per cent reduction in short-notice absence following introduction, consistent with Chung's (2022) finding that schedule control reduces work-family coordination stress and with Kelly et al.'s (2011) evidence that genuine schedule autonomy is the operative mechanism for WLB improvement. However, Kelliher and Anderson (2010) found the flexibility paradox particularly pronounced in retail contexts, with workers exercising schedule preferences frequently facing intensified demand during their selected hours. IES (2023) also identified intra-team equity as a significant risk: workers without caring responsibilities may bear a disproportionate share of unsocial hours when colleagues exercise schedule preferences, potentially generating resentment and undermining team cohesion. Effective flexible working programmes must therefore address collective and team-level equity alongside individual well-being to deliver sustainable improvements.
4.6 [bookmark: _Toc228370871]Research Question 3: Effectiveness of Well-Being Interventions
4.6.1 [bookmark: _Toc228370872]Mental Health and EAP Programmes
Major UK grocery retailers have invested significantly in formal well-being provision. Sainsbury's expanded its Mental Health First Aider network to over 1,500 trained individuals by 2022 (Sainsbury's People Report, 2022). Waitrose and Partners implemented a structured EAP providing confidential counselling and financial advice. Lidl UK introduced a Well-being Hub accessible via a dedicated employee app, providing mental health, physical health, financial well-being, and social connection resources. The commercial case for such investment is well established: Bhui et al. (2012) confirmed average returns of £5 per £1 invested through reduced absenteeism and improved productivity.
However, provision and effectiveness are not synonymous. CIPD (2022b) found that only 46 per cent of UK retail workers were aware of their available EAP and only 31 per cent had ever used it (Table 1), a significant effectiveness gap that is not primarily a resource problem but a cultural and managerial one. Mind (2021) found uptake substantially higher where senior leaders visibly championed mental health and where line managers were trained to identify distress and facilitate help-seeking. These findings have a direct implication for resource allocation: investment in well-being infrastructure without corresponding investment in cultural normalisation and managerial capability generates significant deadweight loss. Bhui et al.'s (2012) return on investment figure is plausibly the ceiling of what is achievable, not the average currently realised.
4.6.2 [bookmark: _Toc228370873]Pay and Contract Reforms
Lidl and Aldi have adopted pay scales at or approaching the independently calculated Real Living Wage, a position associated with lower staff turnover and higher customer satisfaction scores (Living Wage Foundation, 2023). USDAW has successfully negotiated guaranteed hours agreements with several major retailers including Tesco, with early evidence suggesting reduced financial anxiety and improved WLB perceptions (USDAW, 2023). These initiatives address two of the three primary structural drivers identified in Section 4.2, providing convergent evidence for their importance. The 2023 Sainsbury's distribution centre strikes (BBC News, 2023) underscore that where employer-led reforms are perceived as insufficient, workers are increasingly willing to pursue structural improvements through collective action, a shift in the sector's labour relations landscape that retailers and policymakers cannot responsibly ignore.
Critically, however, pay improvements are necessary but not sufficient for sustainable WLB improvement. As the JD-R model predicts, financial resources do not directly substitute for schedule control, managerial support, or recuperative time (Bakker and Demerouti, 2017). COR theory similarly suggests that resource gains in one domain do not automatically compensate for deficits in others: workers need coordinated resource bundles, not piecemeal additions (Halbesleben et al., 2014). The evidence consistently points towards the need for a holistic, multi-lever approach addressing pay, contract security, schedule predictability, management culture, and well-being provision simultaneously.
4.7 [bookmark: _Toc228370874]Intersectionality and Differential WLB Outcomes
The structural and managerial factors examined in this chapter do not affect all grocery retail workers equally. WLB challenges are shaped by intersecting dimensions of social positioning that both Chapter Two and the equity literature require to be analysed explicitly.
Gender is a primary axis of differentiation. Women constitute most of the UK grocery retail workforce and face what Hochschild (1997) terms the second shift: domestic labour disproportionately performed after paid working hours. The TUC (2023) found that women in retail are more likely to hold part-time contracts and to be concentrated in lower-paid roles, generating a structural double burden of reduced income and reduced schedule flexibility. The theoretical implication, consistent with COR theory, is that women in grocery retail face greater resource depletion than their male counterparts as a structural feature of the sector, not as a function of individual choice.
Ethnicity intersects with WLB in ways that generic policies largely fail to address. Research by the Runnymede Trust (2022) found that workers from Black and minority ethnic backgrounds are over-represented in the lowest-paid and most precarious roles in grocery retail and are less likely than white workers to have flexible working requests approved. This double disadvantage greater exposure to WLB-damaging conditions and reduced access to the formal mechanisms for ameliorating them represents a critical equity gap in the current evidence base for Research Question 3.
Disability status and age represent further axes of differential vulnerability. Age UK (2022) found that older grocery retail workers are disproportionately affected by musculoskeletal conditions but less likely to access occupational health support or to disclose health concerns to management, a pattern consistent with the cultural barriers to help-seeking identified in Section 4.3.2. These intersectional dynamics reveal a fundamental limitation of many current WLB initiatives: they are implicitly designed around a standard worker who does not reflect the diverse reality of the grocery retail workforce. Equitable WLB policy must be deliberately calibrated to address the specific barriers faced by workers across multiple axes of difference, a principle that directly informs the recommendations in Chapter Five.
Considered in their entirety, the findings of this chapter provide a coherent and evidence-based response to all three research questions. Structural and managerial factors combine to create chronic resource depletion; this manifests in measurable health, performance, and retention deficits; and targeted, culturally embedded interventions demonstrate positive but contingent effectiveness. Chapter Five now translates these findings into concrete strategic recommendations.
5 [bookmark: _Toc228370875]Chapter 5: Recommendations, Conclusion and Limitations
5.1 [bookmark: _Toc228370876]Strategic Recommendations
The following five recommendations are grounded in the evidence of Chapter Four and directly address the three research objectives. They are organised by implementation horizon to support practical application across different organisational contexts.

Immediate Actions (0–12 Months)
Recommendation 1: Embed Schedule Stability as a Workforce Management Foundation
Schedule unpredictability is the most pervasive structural driver of WLB failure identified under Research Question 1. Retailers should proactively guarantee workers at least four weeks' advance roster notice, offer contracts that accurately reflect regular working patterns, and move beyond the minimum requirements of the Employment Rights Bill 2024. Tesco's Flexible Committed Hours model provides a commercially viable, employee-validated template. Responsibility: Head of Workforce Planning and HR Directors. Primary barrier: operational resistance from store management accustomed to flexible short-term deployment. Success indicator: measurable reduction in short-notice roster changes and improvement in USDAW survey scores on schedule predictability within 12 months.
 
Recommendation 2: Prioritise Line Management Development as a Strategic Well-Being Investment
Line management quality is the most powerful modifiable managerial determinant of WLB outcomes (Purcell and Hutchinson, 2007). Retailers should implement structured programmes equipping managers with skills for supportive WLB conversations, consistent flexible working policy application, and early identification of well-being deterioration. Drawing on CMI (2022) guidance, compassionate leadership competencies should be embedded in management appraisal frameworks, assessing managers on people outcomes alongside operational KPIs. Responsibility: L&D Directors and HR Business Partners. Primary barrier: competing time pressures on store management. Success indicator: increase in employee-reported managerial support scores to above the UK retail average of 43 per cent within 18 months.

Medium-Term Actions (12–36 Months)
Recommendation 3: Maximise Accessibility and Reduce Stigma in Well-Being Programmes
The evidence reviewed under Research Question 3 confirms that returns on well-being investment are maximised when programmes are normalised, visible, and accessible (Bhui et al., 2012; Mind, 2021). Retailers should invest in 24/7 digital well-being platforms, train representative networks of mental health first aiders, and ensure senior leaders visibly model help-seeking behaviours. Impact should be measured through regular employee pulse surveys and EAP usage data, treating well-being expenditure as a strategic investment rather than a discretionary benefit. Responsibility: Chief People Officers and senior leadership teams. Success indicator: EAP awareness rising above 70 per cent and actual usage above 50 per cent within three years.
 
Recommendation 4: Pursue a Sector-Wide Pay Strategy Aligned with the Real Living Wage
Financial strain is a critical resource depletion mechanism identified under Research Question 1 and COR theory. Retailers paying below the Real Living Wage effectively externalise labour costs onto their workforce, communities, and the public health system. A sector-wide commitment, facilitated through BRC convening power and government incentive structures, would mitigate competitive disadvantage concerns while establishing a more sustainable employment quality floor. Responsibility: BRC, government, and individual CEO leadership. Primary barrier: cost pressures, particularly among lower-margin discount retailers. Success indicator: proportion of grocery retail workers earning below the Real Living Wage reduced by at least 50 per cent within three years.

Sector and Policy Level (Ongoing)
Recommendation 5: Strengthen Flexible Working Rights in Operational Retail Contexts
Policymakers should narrow the available business justification grounds for refusing flexible working requests in grocery retail and strengthen enforcement of existing rights. Sector-specific guidance, developed in consultation with USDAW, BRC, and employer representatives, would provide practical clarity. Additionally, guidance on intersectionally equitable application of flexible working policies should be issued to address the documented disparity in approval rates across gender, ethnicity, and disability groups identified in Section 4.7. Responsibility: DBEIS, Acas, and the Employment Rights Bill 2024 legislative team.
5.2 [bookmark: _Toc228370877]Conclusion
This dissertation has critically examined the relationship between work-life balance and workforce well-being in the UK grocery retail sector through a comprehensive secondary research methodology, addressing three objectives and answering three research questions. The evidence provides clear and convergent answers to each.
In response to Research Question 1, the primary drivers of WLB challenges are shift-based and unsocial working hours, precarious variable-hours contracts, persistent low pay, unsupportive line management, and an organisational culture valorising operational availability over employee well-being. These factors interact and compound, generating chronic resource depletion consistent with COR theory's loss spiral and the JD-R model's health-impairment pathway.
In response to Research Question 2, these challenges manifest in above-average rates of work-related mental ill health (2,100 per 100,000 versus 1,750 nationally), elevated absenteeism (7.3 days versus 5.8 nationally), sector-wide voluntary frontline turnover of approximately 35 per cent annually, and an estimated £15 billion annual cost from presenteeism. These outcomes represent both profound personal costs for workers and significant financial liabilities for retailers, establishing a commercial as well as ethical case for structural reform.
In response to Research Question 3, flexible working programmes, guaranteed hours agreements, mental health interventions, and pay reforms all demonstrate positive evidence, but effectiveness is consistently contingent on cultural normalisation, managerial capability, and intersectional equity in application. No single intervention, deployed in isolation, delivers sustainable improvement. The central contribution of this dissertation is to demonstrate that WLB and well-being in UK grocery retail are not peripheral welfare concerns but strategic imperatives requiring coordinated, multi-level action from retailers, trade unions, and policymakers alike. The structural conditions identified here precarious contracts, persistent low pay, unsupportive line management, and inadequate well-being provision are not unique to grocery retail. They are characteristic of the broader low-wage, high-demand service economy and are replicated across hospitality, logistics, and social care. As the future of work in the UK is increasingly shaped by automation, gig-economy proliferation, and the intensifying cost-of-living pressures facing low-income households, the urgency of these findings extends well beyond a single sector. The theoretical frameworks and intervention evidence assessed in this study are directly transferable to comparable employment contexts, and the five recommendations offered in Section 5.1 provide a practical template that HR professionals, operations managers, and policymakers in adjacent sectors could usefully adapt. There is also potential for international relevance: the structural drivers and theoretical mechanisms identified here are consistent with evidence from comparable developed economies, suggesting that a cross-national policy dialogue on low-wage worker well-being could yield significantly greater progress than sector-by-sector or country-by-country initiatives alone.
5.3 [bookmark: _Toc228370878]Limitations of the Research
Three categories of limitation affect confidence in these findings. First, methodological limitations: secondary research cannot capture the contextual richness and individual subjectivity of primary qualitative research, and publication bias may mean positive intervention outcomes are over-represented in the literature. Second, evidence limitations: grocery-retail-specific disaggregated data for mental health prevalence, presenteeism costs, and flexible working approval rates by demographic group were unavailable, requiring reliance on broader sectoral estimates that may not fully reflect grocery retail's specific profile. Third, scope limitations: the rapidly evolving grocery retail environment, including rising automation, post-pandemic restructuring, and the cost-of-living crisis, means some data sources may not fully reflect conditions at the time of writing. These limitations do not invalidate the findings but constrain the precision with which sector-specific conclusions can be drawn.
5.4 [bookmark: _Toc228370879]Directions for Future Research
The most valuable priority for future research would be longitudinal mixed-methods studies tracking the well-being outcomes of specific interventions, including guaranteed hours agreements, management capability programmes, and digital well-being platforms, over two to five years. Such studies would provide far stronger causal evidence of effectiveness than the cross-sectional industry surveys currently available. As a second priority, research examining flexible working approval rate disparities by gender, ethnicity, and disability within individual retailers would supply the granular equity data necessary for intersectionally responsive policy design. Third, comparative case studies across retailers of different sizes and market positions would clarify the extent to which scale and business model shape WLB feasibility. Finally, as AI-driven scheduling algorithms are increasingly deployed across the sector, research examining whether algorithmic scheduling improves or worsens schedule predictability for workers, and what governance frameworks are needed to ensure equitable outcomes, represents an emerging and urgent research priority.
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[bookmark: _Toc228370881]Research Process Reflection
Introduction
This reflective essay applies Kolb’s (1984) Experiential Learning Cycle to my dissertation process. Kolb’s four stages Concrete Experience, Reflective Observation, Abstract Conceptualisation, and Active Experimentation provide a structure for analysing what happened and how I will improve in future research. I aim to reflect honestly on both my successes and mistakes. 
Concrete Experience: Completing this dissertation was my most challenging independent project at Level 6. I examined work-life balance and well-being in UK grocery retail using secondary research, drawing from over 60 sources. While I ultimately synthesised a wide range of evidence, I encountered major difficulties. I struggled with time management early on, spending almost three weeks reading widely but not writing or outlining my argument. This left me with a large folder of notes but no structured draft, causing stress as deadlines approached. I also found it challenging to compare diverse sources, such as government statistics versus trade union surveys, and was frustrated by the lack of grocery-retail-specific mental health data, which meant relying on broader sector figures and weakening the specificity of my findings.
Reflective Observation: Reflecting on the process, my biggest mistake was delaying a written plan. I justified continuous reading as necessary preparation, but it was avoidance driven by anxiety about making mistakes. This cost me valuable time. When I finally did ask for advice, my supervisor quickly clarified that I should focus on feedback he gave me. Additionally, I found Acker’s (1990) “ideal worker” concept late in the process, which weakened my intersectionality analysis in Chapter Four, as I had less time to engage with the theory.
Abstract Conceptualisation: Kolb (1984) argues that learning happens when we convert experience into actionable concepts. From this process, I have learned that effective research requires early planning, instead of a lengthy data collection process. Saunders et al. (2019) highlight the importance of time planning, which I undervalued. I now understand that critical analysis depends on having a clear analytical position before expanding the evidence base.In future, I will clarify my analytical stance before adding more evidence, ensuring that my argument drives the literature review.
Active Experimentation: Based on these insights, I am committing to four changes: (1) For any research project over 2,000 words, I will draft a one-page plan (argument, structure, and writing targets) and share it with supervisor within five days; (2) I will stop reading and focus on writing two weeks before submission; (3) I will proactively read foundational texts (such as Acker, 1990, and Runnymede Trust reports) in advance to ensure deeper intersectional analysis; (4) I will seek written peer feedback on at least one draft chapter. I will use a weekly progress checklist to monitor adherence to these targets and adjust my approach where necessary.
[bookmark: _Toc228370882]Conclusion:
Kolb’s cycle has helped me move beyond describing what happened to identifying what needs to change. My main lessons are to plan earlier, seek support, and prioritise analytical clarity over exhaustive reading. I intend to use these habits in both academic and professional projects, where proactive planning and review are equally valuable.
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[bookmark: _Toc228370886]Appendix A: Search Strategy Summary
Table A1: Summary of Search Parameters and Source Selection
	Parameter
	Detail

	Databases searched
	Google Scholar, JSTOR, Business Source Complete (EBSCOhost), CIPD Knowledge Hub

	Grey literature sources
	BRC, USDAW, HSE, Low Pay Commission, Resolution Foundation, Living Wage Foundation, IES, CMI, Retail Economics, individual retailer reports

	Primary search terms
	"Work-life balance retail UK"; "employee well-being grocery sector"; "flexible working UK supermarket"; "JD-R model retail"; "mental health supermarket workers"; "shift work well-being UK"; "precarious employment retail"

	Date range
	2000–2024 (priority 2015–2024); pre-2000 foundational theory works included selectively

	Initial candidate sources
	Over 200 identified

	After full-text screening
	Over 60 sources included in final literature base

	Inclusion criteria
	UK or comparable developed-economy context; peer-reviewed or credible industry/policy source; direct relevance to at least one research objective

	Exclusion criteria
	Non-UK regulatory contexts without comparative relevance; retail contexts substantially dissimilar to grocery retail


 
Example Search String (Business Source Complete):
("work-life balance" OR "work-family conflict" OR "employee well-being") AND ("grocery retail" OR "supermarket" OR "food retail") AND ("United Kingdom" OR "UK" OR "Britain") Date range: 2015–2024
Screening process: All retrieved records were first screened at title level to remove clearly irrelevant results (e.g., studies focused exclusively on non-retail sectors, non-human subjects research, or studies from substantially different regulatory environments). Records passing title screening were reviewed at abstract level to assess relevance to at least one research objective. Full-text retrieval and review was applied to all records passing abstract screening. Sources were excluded at full-text stage if they (i) failed to engage substantively with WLB or well-being as a primary concept, (ii) addressed retail contexts too dissimilar from UK grocery retail, or (iii) were of insufficient methodological or evidential quality for a Level 6 dissertation. Where grey literature sources were consulted, source credibility was assessed against the producing organisation's stated remit, publication process, and potential conflicts of interest, with any limitations noted in the analysis.
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	RESEARCH STUDENTS
This form is to be completed by the student within SIX months for full-time students and TWELVE months for part time students, after the commencement of the research degree or following progression to Part Two of your course. 

Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).

This document is also available in Welsh.


	RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.


	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.




In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

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”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Emanuela Cristina Gourgel Gaviao Bravo da Costa

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☒	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	IICL


	4
	Campus:
	
London

	5
	E-mail address:
	2238435@student.uwtsd.ac.uk


	6
	Contact Telephone Number:
	07427669706


	
	For students:

	7
	Student Number:
	2238435

	8
	Programme of Study:
	Ba (Hons) Leadership and Management Skills in the Workplace 


	9
	Director of Studies/Supervisor:
	Md Kalam





SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒	NO
	☐
	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐	

	
	
	Institute Research Committee
	☐	

	
	
	Other (write in)

	☒	26/03/2026



SECTION C:  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 codes 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
	☒
	2
	UWTSD Research Data Management Policy
	☒

	3
	[List any other relevant documents here]
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☐

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☐

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☐

	7
	
	Employed
	YES
	☐
	NO
	☐

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☐

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☐




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☐

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	Work-Life Balance and Workforce Well-Being: The case of the UK grocery retail sector.

	2
	Proposed start date:
	26/02/2026
	Proposed end date:
	01/05/2026

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the 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
Work-Life Balance and Workforce Well-Being on the UK grocery retail sector. The purpose of this dissertation is to critically evaluate the relationship between work-life balance and workforce well-being in the UK grocery retail sector, with a specific focus on the impact of shift work, contract security, and management support as key variables. By focusing specifically on this sector, this dissertation contributes to a more nuanced and sector-specific understanding of WLB dynamics.

(this box should expand as you type)

	4
	Research Question

Question 1: What are the primary structural and managerial factors contributing to Work-Life Balance challenges in the UK grocery retail sector? 

Question 2: How do these Work-Life Balance challenges manifest in measurable employee well-being outcomes? 

Question 3: What evidence exists for the effectiveness of flexible working policies and well-being interventions within retail environments?

(this box should expand as you type)

	5
	Aims of Research Activity
The primary aim of this dissertation is to critically examine the relationship between work-life balance and workforce well-being within the UK grocery retail sector, with a view to identifying the key determinants of poor WLB and proposing evidence-based recommendations for improvement.

(this box should expand as you type)

	6
	Objectives of Research Activity

Objective 1: To critically review the existing academic and practitioner literature on work-life balance and employee well-being, with specific attention to theoretical frameworks applicable to the retail context. 

Objective 2: To identify and analyse the principal factors that undermine WLB for grocery retail workers in the UK, drawing on secondary data including industry reports, government statistics, and trade union surveys.

Objective 3: To evaluate existing interventions and policies designed to enhance WLB and well-being in grocery retail.


(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, 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
	A secondary research methodology has been adopted, involving the systematic identification, evaluation, and synthesis of existing data and literature rather than the collection of new primary data. This approach is justified in relation to each of the three research objectives.
While secondary research enables comprehensive synthesis across multiple sources, it is vulnerable to bias inherent in industry and union reports, as well as publication bias in academic literature. Industry reports from organisations such as the BRC and individual retailers may emphasise positive WLB outcomes while downplaying failures, trade union sources such as USDAW may conversely overrepresent adversarial conditions. These limitations are mitigated through triangulation of academic, employer, and union perspectives, and by explicitly acknowledging potential biases in the analysis.

(this box should expand as you type)

	

	Location of research activity
Identify all locations where research activity will take place.

	8
	Desktop Secondary Research
London, UK
(this box should expand as you type)

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	
N/A

(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☐
	☒

	16
	A Wales of cohesive communities
	☐
	☒

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☒

	18
	A globally responsible Wales
	☐
	☒

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

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

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

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

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

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

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

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

	15
	Working with live vertebrate animals?
	☐
	☒

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

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

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

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

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

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

	3
	Vulnerable adults?
	☐
	☒

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

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

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

	8
	People engaged in illegal activities?
	☐
	☒

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

	☐
	☒

	
	Details of any other participant groups:



(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?

	
N/a
(this box should expand as you type)

	11
	Who will the participants be?

	

N/a
(this box should expand as you type)

	12
	How will you identify the participants?
	

N/a
(this box should expand as you type)




	
	Information for participants:
	
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?
	☐
	☐
	☒

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

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

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

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

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

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

	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?
	☐
	☐
	☒

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

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

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☐
	☒

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

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

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

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: 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. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:
· Feeling of embarrassment or shame 
· Harm to reputation 
· Stress, anxiety, or depression triggered 
by questions or interventions 


(this box should expand as you type)
	How you will mitigate the risk to participants:
· Minimize risks 
· Obtain informed consent 
· Ensure confidentiality 
· Avoid or carefully handle sensitive topics 


(this box should expand as you type)

	3
	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

	
	
N/a

(this box should expand as you type)

	4
	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:
· Reputational Risks 
· Accusation of research misconduct 
· Loss of funding or research privileges 


(this box should expand as you type)
	How you will mitigate the risk to the investigator:
· Use proper data protection measures 
· Stay up to date on research regulations 
and institutional policies. 
· Clear communication. 

(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:
· Reputational Damage 
· Face legal implications 



(this box should expand as you type)
	How you will mitigate the risk to the University:
· Ensure to follow ethical guidelines 
· Obtain ethical approval to safeguard 
University s credibility 


(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

N/A

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

N/A

(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☒
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

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

	
	
Participants will receive de briefing immediately after participation, including the purpose of the research, and feedback to participant who are interested, explaining them how they are contributing to the research goals. De-briefing and feedback will be provided in-person. 


(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.

	
	Before participants are asked to give their consent, they will be provided with comprehensive, accessible information about the study to ensure that they can make a fully informed decision. This will include: 
· The purpose of the study and its objectives 
· What participation involves, including the procedures, time commitment, and any follow-up 
· Any potential risks or discomforts, as well as benefits 
· Assurance that participation is voluntary, and participants can withdraw at any time without 
penalty 
· How confidentiality and data protection will be maintained 
· How their data will be used, stored, and shared 
· Contact details for the researcher and ethics oversight body This information will be 
presented in a Participant Information. 



(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 name and age will not be used.
Access to raw data will be limited to the researcher only.
All publications, presentations, and reports will use anonymised data 


(this box should expand as you type)



SECTION J: 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.
	☐
	☐x

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

	2
	


(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),
	☐
	☐x

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

	4
	


(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)?
	☐
	☒

	6
	University computers?
	☐
	☐

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☒
	☐

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

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

	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:

	
	1. Anonymization: I will use pseudonyms and remove identifying details from all data. 
2. Secure Storage: I will store data on encrypted devices, with access limited to me. 
3. Confidentiality: Any third parties will sign confidentiality agreements. 
4. Data Sharing: I will only share data with authorized individuals, like my supervisor. 
5. Data Disposal: After the study, I will securely delete or destroy all personal data. 


(this box should expand as you type)



	
	Data Protection

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

	13
	Electronic transfer of data in any form?
	☐
	☒

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

	15
	Sharing of data with other organisations?
	☐
	☒

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

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

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

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	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 any international equivalents, where appropriate):

	
	Electronic Transfer of Data: I will secure that all the data collected will be transfer and share only with authorized individual directly involved in the research. 



(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	The research and the supervisor 

N/A

(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	
N/A


(this box should expand as you type)

	24
	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. Will data be archived – if so how and if not why not.  

	
	
I will store the data on my OneDrive cloud as long as needed. I will be the only person to have access to data. I will cancel the data once I don’t need it anymoe 


(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	
No

(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒





SECTION K: 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:
	Emanuela Cristina Gourgel Gaviao Bravo da Costa
	Date:30/03/2026




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Supervisor
	Date:07/04/2026

	3
	Signature:
	Dr MH Tariq

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS ONLY
Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).


	RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.


	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.






1

image2.emf

image1.jpeg
Prifysgol Cymru
% Y Drindod Dewi Sant

¢ University of Wales
Trinity Saint David

%




