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Abstract
Chapter 1 presents the background, research problem, aim, objectives, research question and rationale for the research. It outlines how business automation tools are increasingly being adopted by retailers in the United Kingdom (UK) and their impact on roles and skills. The chapter sets the importance of the research, identifies the gapped knowledge and presents the dissertation's overall structure.
Chapter 2 critically analyses current literature that covers business automation and approaches to employment, through workforce transformation, leadership skills and sustainable practice in organisations in the UK grocery sector. Prior academic research is reviewed, and key debates and areas of research are identified, and the Transformational Leadership Theory is used as the base. It also creates a conceptual bond of business automation, employment transformation and leadership development, which serves as a solid theoretical foundation for the subsequent empirical analysis.
The methodology for this dissertation is presented in Chapter 3. The study is conducted with an ‘interpretive’ research philosophy and ‘inductive’ research approach, and an 'exploratory' research design with secondary qualitative data. Thematic analysis method is used to systematically interpret published literature. This chapter also discusses the search strategy, data collection method, research tools, and the ethical issues that ensure the credibility, transparency, and reliability of research findings.
The secondary qualitative data obtained in the study were presented and discussed in Chapter 4 with the aid of the qualitative thematic analysis technique in relation to the set objectives of the study. The analysis reveals three key themes relating to workforce transformation, leadership skills, and organisational opportunities and challenges that arise with marketing automation in the grocery retail in the UK. Thematic coding, mapping and evidence found in the literature are used to support the findings. The chapter also analyses the findings and discusses their implications by comparing with previous studies and the Transformational Leadership Theory, pointing out the implications in practice for retail organisations that adopt marketing technologies that enable marketing automation.
The dissertation is summarised, and the major findings are tied up to the research objectives in Chapter 5, the conclusion. It offers practical suggestions based on the findings for grocery organisations in the UK, considers the weaknesses of the study and hints at future research studies. The chapter will focus on the need to give equal weight to business automation and human resource development, and good digital management to achieve a sustainable organisation.
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[bookmark: _Toc236504900][bookmark: _Toc237680060]Chapter 1: Introduction
[bookmark: _Toc236504901][bookmark: _Toc237680061]1.1 Research Background
The adoption of artificial intelligence (AI) and business automation technologies has significantly transformed organisational operations, decision-making processes, and workforce structures across industries. Business automation refers to the use of artificial intelligence, robotic process automation, predictive analytics, enterprise resource planning systems, and intelligent digital technologies to automate routine business processes, improve operational efficiency, and support strategic decision-making. To increase operational effectiveness and preserve competitive advantage, the UK grocery retail industry has become one of the top adopters of AI-driven digital transformation. AI is being used by large food stores more and more to automate consumer contact across various digital channels, estimate customer demand, improve pricing strategies, and tailor promotions (Robertson et al., 2025). By redefining work positions and raising the need for digital, analytical, and data-driven capabilities, these technologies have boosted organisational performance while also altering traditional employment structures (Drozd and Tavares, 2024).
The digital transformation has brought about new organisational leadership expectations as well. There is an increasing need for leaders to handle technological change, promote workforce adjustment, promote innovation, and ensure that employees remain engaged in the process of organisational change (Reis and Melão, 2023). The effective adoption of AI technologies does not rely solely on technological skills but on leadership competencies that enable organisational learning and efficient change management (Robertson, Botha, Oosthuizen and Montecchi, 2025). Even though the issue of AI adoption, digital transformation, and business innovation have been discussed in separate studies in the past, there is a scarcity of research that has looked at the combination of the three and how they are integrated to affect the employment models, as well as leadership competencies, in the UK grocery sector. Rita et al. (2025) stress that the existing body of business AI literature seems to focus largely on the aspects of customer-affiliation, operational performance and their business successes, whereas the aspects of workforce modification and leadership skill development in retail organisations have received relatively little focus. The dissertation is thus aimed at examining how automation technologies in business change old employment paradigms and introducing some emergent requirements of leadership competencies in the UK grocery retail industry using secondary qualitative research.
[bookmark: _Toc236504902][bookmark: _Toc237680062]1.2 Statement of the Research Problem
The UK grocery retail sector is experiencing more and more changes in business through artificial intelligence and predictive analytics, as well as automated customer engagement technologies, in organisations with the help of business automation technologies. On the one hand, these technologies enhance efficiency and business performance; on the other, they impact the structure of the workforce, job-related tasks, and leadership in organisations. Conventional employment patterns that were operating on routine operational activities are slowly transforming into digitally empowered jobs with high-order analytical, technological, and collaborative skills (Drozd and Tavares, 2024). The use of artificial intelligence and digital transformation is not a new topic in the literature, and the rate at which business automation affects the employment patterns and leadership skills demands in the UK grocery retail setting is under-researched (Chen, Jiang, Jia and Liu, 2022). The concept of leadership studies has typically been concerned with technology adoption compared to workforce transformation, which has been studied separately, leaving a gap in comprehending the inter- relationship.
Many UK grocery retailers are still struggling to comprehend the role of business automation on planning workforce, job redesign and development of leadership capabilities as organisations undergo digital transformation. Although AI technologies can enhance business performance, lack of evidence with integrated support to employee reskilling, reorganisation of the organisation is common and leaders are problematic, obstructing their ability to upgrade workforce to meet changing requirements. As a result, this study will attempt to fill this knowledge gap by reviewing available scholarly knowledge on how business automation technologies impact the model of employment and emerging leadership skills in the UK grocery retail sector through the secondary qualitative research methodology.
[bookmark: _Toc236504903][bookmark: _Toc237680063]1.3 Research Aim
This research aims to critically analyse how the adoption of business automation technologies transforms traditional employment models and requires new leadership competencies in the UK grocery retail industry through secondary qualitative thematic analysis.
1.4 Research Objectives
● To explore and assess the impact of business automation on the traditional employment models, workforce composition and job profiles. 
● To recognise the leadership qualities needed to manage change in an organisation effectively through technology. 
● To offer guidance to retail organisations who want to pursue technological innovation whilst managing, leading and nurturing their staff sustainably.
[bookmark: _Toc236504904][bookmark: _Toc237680064]1.5 Research Question
What impact does the adoption of business automation technologies have on traditional employment models and emerging leadership competencies within the UK grocery retail sector? 
[bookmark: _Toc236504905][bookmark: _Toc237680065]1.6 Research Rationale
This increase in the use of business automation-based technologies in the UK grocery retail sector has brought about a lot of organisational transformations in the areas of business activities, labour management and leadership functions. The relevance of understanding these developments has been growing since digital transformation remains in the domain of transforming organisational performance and competitive advantage (Reis and Melão, 2023). Evidence-based knowledge is needed by receptive organisations to help them strike a balance between technological innovation and efficient management of their workforce and development of leaders. Past research has mainly focused on the adoption of AI, digital transformation, or organisational performance individually. Very few studies have examined the impact of business automation on concomitant employment patterns, and leadership skills in the UK retail capital at the same time (Robertson, Botha, Oosthuizen and Montecchi, 2025). This results in a lack of insight into the correlation between technological adaptation, transforming workforce demands, and leader skills required in the process of digital transformation. This dissertation is unique in that it synthesises recent scholarly evidence to give an integrated perspective of these organisational changes via a secondary qualitative analysis. The results will enable the retail managers to plan their workforce and develop leaders and organisational change initiatives and help the policymakers and researchers understand the future trends in employment linked with AI-enabled business systems (Wei and Prentice, 2022). Consequently, the research has theoretical as well as practical merits since it discusses a new research field which is gaining more and more credibility in the future of retail management.
[bookmark: _Toc236504906][bookmark: _Toc237680066]1.7 Structure of the Dissertation
There are five chapters in this dissertation. Chapter One presents the background of the research, the research problem, aim, objectives, research question, research reason, and the structure of the dissertation. Chapter Two introduces the literature review of business automation, endorsement of digitalization, the labour models, and the capabilities of leadership. The third chapter describes the research methodology, the secondary qualitative research design, and the thematic analysis methodology. In Chapter Four, the findings and discussion of the thematic analysis of secondary data are presented. Chapter Five is the last part that explores and finally wraps up the dissertation by summarising the findings, then discussing theoretical and practical implications, limitations, and offering future research and practice recommendations.


[bookmark: _Toc236504907][bookmark: _Toc237680067]Chapter 2: Literature Review
[bookmark: _5kigwr9bv45x][bookmark: _Toc236504908][bookmark: _Toc237680068]2.1 Overview of the chapter  
The literature holds information about the leadership practices in the UK grocery sector and the contemporary changes within the organisational practices. Most of the firms are going to include the automation business tools to successfully recruit, retain and involve employees within the organisational activities to fulfil the objectives of the firm.
[bookmark: _3uksctdiemp2][bookmark: _Toc236504909][bookmark: _Toc237680069]2.2 Definition of key business automation concepts
Vdovichena et al. (2024) stated that, the concept of business automation technologies is mainly known as the usage of digital platforms that automate tasks and business activities and enhance the efficiency of the business team to fulfil customers’ demands. Technologies that are involved in business activities are analytics, AI, machine learning, and automation that help in delivering personalized content to the chosen audiences at the perfect time. On the other hand, modern business automation technologies are also helping in lead generation and nurturing. In this way, businesses can easily detect potential customers as per the engagement level and score those levels to guide them with appropriate content.
In contrast, Hopkins and Bardoel (2023) argued that the traditional employee model can be known as a conventional form of work arrangement for employees hired by a particular organisation for a long-term period. This model supports a rigid working schedule in which employees typically work fixed hours, perform their tasks, and receive regular wages. One of the most common traditional employment models is full-time employment in which employees are assigned to fulfil tasks within 35 to 40 hours in a week. The traditional employment models are mainly characterised by the clear hierarchical structure, where employees fulfil their duties, including reporting, training, career progression, performance evaluation, and opportunities for promotions.
Bird and Liu (2025) have highlighted another term, such as new leadership competencies, which can be referred to as the skills, knowledge, and abilities to effectively manage an organisation. This new set of leadership is quite different from traditional practices, where leaders are willing to adopt innovation, emotional intelligence, collaboration, and digital competencies. Similarly, the new leadership competency for contemporary business is digital literacy, in which leaders are paying attention to understand the use of AI, cloud computing and data analytics for decision-making. Conversely, adaptability and resilience are also essential for these leaders to face issues such as global disruptions, economic uncertainty and technological changes.
[bookmark: _xqyk42av9fjk][bookmark: _Toc236504910][bookmark: _Toc237680070]2.3 Explore and assess the impact of business automation on the traditional employment models, workforce composition and job profiles
Business automation has significantly transformed the traditional way of working within the retail firms in the UK. In traditional practices, business depends on labour-intensive activities such as manual customer segmentation, data entry, lead management, and email campaigns. Adepoju et al. (2022) stated that, the issue associated with the traditional business approaches is that it requires more time to do tasks, and the repetitive operations might cause errors in data entry. In that case, the implementation of AI and other automated business tools can positively impact flexibility and conduct knowledge-based employment. Organisations from the retail sector in the UK are repeatedly investing in hiring specialists who can manage AI and automation tools and optimise the digital business campaign (Hunt and Rolf, 2022). The impact of this activity is to enhance productivity through reducing errors and the overall time required to conduct repetitive tasks.
Conversely, Lipton et al. (2022) argued that business automation can impact workforce composition through changing the diversity, skills, and expertise of employees within the retail grocery in the UK. Business automation encourages organisations to practice diversification in workforce construction, such as including software developers, data scientists, and automation specialists. In this way, the multidisciplinary workforce can contribute to promoting creativity in the business strategy. Another benefit is enhancing collaboration within departments through integrating data from sales, customer services, finance, and IT. The impact of this activity is to build a cross-functional team within the organisation who share ideas, thoughts and business objectives to improve decision-making and efficiency. Parker and Grote (2022) pointed out that, in comparison to selecting the job profile for the UK grocery retail sector, the implementation of automation seems to be the unique approach by the industry. Automation can check CVs of candidates, initiate rapid screening from thousands of applicants, and choose the most suitable candidates that completely justify the hiring advertisement. As a result, hiring suitable employees can strengthen the competitive position of the organisations as each employee provides 100% of their efforts to meet the organisational objectives.
Despite these positive aspects, Eshiett and Eshiett (2024) claimed that business automation impacts negatively on the traditional employment model by altering the organisational structure. The traditional employment model supports full-time jobs with a stable working environment. Business automation has already disrupted this process by encouraging leaders of the UK retail sector to prioritise flexible employment arrangements such as contract-based marketers, freelancers, and outsourcing to business agencies. Some small and mid-sized retail organisations are hiring professionals with skills for a short-term period; such practices ultimately affect employee morale, job security, and employees face uncertainties about their career stability.
[bookmark: _czihp7uzivsk]Tesco is using artificial intelligence in around 250 business apps “to optimise inventory, the supply chain and improving demand forecasting and customer services”. The contribution of operational efficiency and digital innovation through its technology is also evident when looking at the company's sales, which exceeded £66.6 billion of group sales during 2025/26 (Tesco PLC Annual Report 2026). In the same way, Sainsbury's has integrated machine-learning forecasting into stock management, created an AI Centre of Excellence and enhanced the digital capabilities of its colleagues to boost productivity, customer service and the performance of the supply chain (Sainsbury plc Annual Report 2026). These efforts have helped with grocery sales growth but challenged workers to acquire digital skills and leaders to implement organizational change in a clever and competent way. The evidence suggests that business automation is helping to reform the nature of work and driving the need for leadership that adapts in the grocery retail market in the UK.
[bookmark: _Toc236504911][bookmark: _Toc237680071]2.4 The leadership qualities needed to manage change in an organisation effectively through technology
The technological changes have been affecting the UK grocery sector, and leaders are trying to combine technical, strategic, and people-oriented competencies to enhance leadership qualities. The first or foremost leadership strategies for the leaders of the UK grocery sector are digital vision and strategic thinking. As per Ahmad (2022), the digital vision can help in anticipating market trends, aligning digital transformation, and identifying opportunities to meet long-term objectives. Strategic leaders can evaluate the exact market conditions, consumer trends, competitors' strategies, and make decisions for business investment. Cai (2023) stated that, the impact of such leadership is supporting organisational goals through enhancing operational efficiency, customer satisfaction, and profitability. Visionary leadership can develop a clear direction for the organisation and create long-term value creation for employees, stakeholders and customers. One of the excellent examples of excellent visionary leadership is, Stuart Machin as the CEO of Marks & Spencer, as led the organisation through investing in digital transformation for online retailing, inventory management, and supply chain modernisation (Spencer, 2026). Therefore, visionary leadership can help UK retail organisations to manage their operations through employee motivation, engagement and innovation.
In contrast, Ahmadi (2024) claimed that, change management and adaptability can help these leaders to remain competitive in this dynamic business environment. The UK grocery retail is mainly going through technological changes such as self-checkouts, automated warehouses, digital payments, and AI-powered inventory systems. As a result, leaders are carefully planning strategies before applying these technologies within the operation. However, staff are still fearful about job displacement due to automation and struggling to learn new features of this digital system.  UK leaders have decided to adopt automation business after noticing the rising demand of online shopping, convenience business, and personalised experiences. The market estimation reviewed that, in 2025, the group sales of Tesco valued at £66.6 million (Tesco 2026). For instance, Tesco has integrated AI into more than 250 business applications, and the group's sales reached £66.6 billion in 2025. In this way, adaptability became one of the major aspects for UK leaders as it encouraged experimentation and paved the path for continuous learning. 
[bookmark: _87srz4q0wf5t]Tesco has deployed AI in over 250 business applications to enhance their demand forecasting, inventory management and operational decision-making and among group sales of £66.6bn in 2025/26 (Tesco PLC Annual Report 2026). These were all programs that needed to be led with a focus on continuous learning and undergraduate development of digital capability and engagement of employees to drive organisational change. Sainsbury's has bolstered its digital transformation, with AI-powered forecast, Smartshop technologies and an AI Centre of Excellence, in which business leaders must foster a culture of cooperation and innovation and need to reskill their workforce (Sainsbury plc Annual Report 2026). The cases show that business automation requires more than just technology investments, it requires leaders to adapt and guide organizational change that is still efficient and ensures long-term business success. 
[bookmark: _Toc236504912][bookmark: _Toc237680072]2.5 Guidance to retail organisations who want to pursue technological innovation whilst managing, leading and nurturing their staff sustainably
The first guidance for UK retail firms is to develop a human-centred digital transformation strategy to ensure that employees can remain at the centre of the platform. Ledro et al. (2023) claimed that his practical guidance aligns human activities with AI, CRM and other predictive tools to complement human efforts for improving business activities. The combined approach can improve employee acceptance of technologies and enhance employee skills to strengthen organisational commitment for sustainable innovation planning suitable for each employee. The process must involve employees from the initial phases such as consultation, testing, and feedback collection. The impact of this strategy on the UK grocery retail is enhancing the resilience of the workforce through providing resources to employees to fulfil digital skill needs.
In addition to that, the UK grocery retail must invest in continuous learning, reskilling, and sustainable leadership development to develop new competencies. As per Prakash (2024), leaders must arrange new learning opportunities for each employee through a structured programme to cover areas such as digital business, data management, cyber security, automation and data-driven decision making. In contrast, Ahmad et al. (2023) claimed that the traditional supervisory model is not enough for the modern workplace structure, so the digital literacy of leaders needs to be enhanced through coaching, mentoring, and cross-functional collaboration.  The impact of continuous learning is to enhance employee confidence and workers' efficiency to deal with organisational challenges and improve operational efficacy. 
Tesco has proven that it's absolutely necessary to continuously train employees, provide support and leadership, invest in business systems that will benefit from AI, and maintain employee engagement at the company all of these initiatives are essential for successful digital transformation that can help boost operational efficiency (Tesco PLC Annual Report 2026). In much the same way, Sainsbury’s have improved organisational performance by investing in Smartshop technologies, forecasting using AI, and developing digital skills amongst their employees, signifying the need for reskilling employees during the process of technology change (Sainsbury plc Annual Report 2026). ASDA has implemented digital supply chain and inventory management systems that enhance its operations and promote employee versatility through the adoption of technology. Similarly, by investing in workplace learning and employee engagement, as well as technology, Morrison’s has enhanced its warehouse automation and logistics, underscoring the vital importance of both integration and leadership to gain a sustainable organisational transformation and long-term business competitiveness.
[bookmark: _76oxc3qu25o5][bookmark: _Toc236504913][bookmark: _Toc237680073]2.6 Theoretical underpinning
The application of transformational leadership theory seems to be appropriate for the modern retail organisation in the UK to justify the appropriateness of implementing an automated business tool within the business operation. The transformational leadership Theory was developed by James MacGregor Burns in 1978, and the theory helps in explaining the efforts of leaders to inspire team members, motivating employees for personal and professional development. Van Dun and Kumar (2023) stated that, the theory aligns with UK retailers as transformational leadership supports innovation rather than a rigid workplace. Transformational leaders guide employees to use AI tools and business software for conducting repetitive tasks errorless. 
[image: Transformational Leadership - Overview, How It Works ...]
[bookmark: _Toc237340009]Figure 2.6.1: Transformational leadership Theory 
(Source: van Dun and Kumar 2023)
The technological integration enhanced business, advertising, and product showcasing in front of customers and automated the campaign to attract new customers.  Farag (2025) claimed that the reason for choosing transformational leadership theory is that it can address the leadership challenges while accepting business automation. Despite traditional work-based models, retail firms from the UK are deliberately trying to upgrade their supply chain, business, customer service, and overall sales to become competitive in this industry. One of the advantages of the transformational leadership theory is its flexibility to adopt new innovative tools and software in the business process. On the other hand, one of the major limitations of the process is providing less attention to the external factors such as government regulations, market competition, infrastructure, and acceptance rate.
One relevant model is the Technology Acceptance Model (TAM) developed by Davis (1989). TAM proposes that users' acceptance of technology is strongly influenced by perceived usefulness and perceived ease of use. Perceived usefulness refers to the extent to which an individual believes that using a particular technology will improve job performance, while perceived ease of use concerns the extent to which the technology is perceived as easy to use. These perceptions influence users' attitudes and behavioural intentions towards technology adoption. In the context of UK grocery retail, TAM is relevant because employees may be more willing to adopt automated systems when they believe that technologies such as AI-powered inventory systems, self-checkout systems, data analytics and automated customer-service tools will improve their productivity and reduce repetitive work. Conversely, technologies perceived as complicated or difficult to operate may create resistance and increase the need for training and managerial support.
Another relevant perspective is the Theory of Planned Behaviour (TPB). TPB extends the relationship between attitudes and behavioural intentions by incorporating subjective norms and perceived behavioural control. Perceived behavioural control reflects the availability of resources, opportunities and skills required to perform a behaviour, while subjective norms represent the influence of other people or groups on an individual's intention to act (Taherdoost, 2018). This is particularly relevant to business automation because employees' willingness to use automated systems may depend not only on whether they consider the technology useful, but also on organisational expectations, support from colleagues and managers, training opportunities and their confidence in using digital tools. Therefore, TPB helps explain why employees with similar access to automation technologies may demonstrate different levels of acceptance.
The Technology–Organisation–Environment (TOE) framework also provides an organisational-level perspective on technology adoption. Unlike TAM, which primarily focuses on individual users, TOE considers the technological, organisational and environmental conditions that influence organisational technology adoption. This is relevant to the UK grocery sector because the implementation of automation depends on factors such as technological compatibility, organisational resources, employee capabilities, competitive pressures and the wider regulatory environment. Consequently, TOE helps extend the analysis beyond individual employee acceptance towards the organisational conditions required for successful automation.
[bookmark: _lx8yrr8hck3m][bookmark: _Toc236504914][bookmark: _Toc237680074]2.7 Literature gap
Business automation has been widely accepted by the retail industry in the UK; however, limited research focused on the region-specific research. Most of the studies involve multinational organisations from all over the globe, while the characteristics of the UK-based retail industry are still unexplored. The current literature focuses on the changing aspect of the traditional employment models through technological acceptance; however, fewer investigations have occurred based on recruitment strategies, pathway involvement and automation composition combined.
[bookmark: _naovl4oram7t][bookmark: _Toc236504915][bookmark: _Toc237680075]2.8 Conceptual framework 
[image: ]
[bookmark: _Toc237340010]Figure 2.8.1: Conceptual Framework
(Source: self-Developed)
[bookmark: _br4moiyl4jt4][bookmark: _Toc236504916][bookmark: _Toc237680076]2.9 Chapter summary 
The chapter illustrated the differences between traditional recruitment models and their relationship with leadership competitiveness. Different types of leadership approaches have been mentioned throughout the study and their relevance to the acceptance of business automation by the UK grocery retail.

[bookmark: _vyqvdrd208s9][bookmark: _Toc236504917][bookmark: _Toc237680077]Chapter 3: Methodology
[bookmark: _qejteardf60j][bookmark: _Toc236504918][bookmark: _Toc237680078]3.1 Overview 
Methodology is another essential part of the study; hence, it involves a systematic framework to conduct the research ethically. The methodology section involves a step-by-step process of data collection and analysis. The process ensures that data has been collected lawfully and maintains the overall credibility of the research.
[bookmark: _wqi7cnlow1ay][bookmark: _Toc236504919][bookmark: _Toc237680079]3.2 Research philosophy 
The term research philosophy can be explained as a set of beliefs and assumptions taken by the researcher to understand the reality of the research topic. Bergmann, (2023) claimed that research philosophy influences each stage of the study through the approach, design, data collection, analysis, and finally the interpretation of findings. For this research, an interpretivism research philosophy has been chosen to analyse the adoption of business automation technologies for leadership competencies of the UK grocery retail. The reason for choosing interpretivism is to explore the most complicated phenomena of organisations with proper explanation. The research aimed to explore the impact of automation on job roles, workforce compositions, and leadership competencies.
[image: Research Philosophy. The research philosophy is a broad term ...]
[bookmark: _Toc237340011]Figure 3.2.1: Research Philosophy 
(Source: Bergmann, 2023)
Positivism primarily focuses on objective measurement, numerical data and testing predetermined hypotheses, which would limit the interpretation of complex organisational experiences surrounding automation. Similarly, realism emphasises an objective reality that may not fully capture employees’ differing perceptions of technological change. In contrast, interpretivism enables deeper examination of meanings, experiences and organisational contexts, making it more appropriate for understanding changes in job roles, workforce composition and leadership competencies.
[bookmark: _sffwxiq20736][bookmark: _Toc236504920][bookmark: _Toc237680080]3.3 Research Approach 
Hosseini et al. (2024) pointed out that, the research approach can be explained as a strategic framework applied by the researcher to answer each research question effectively.  The process involves logical reasoning to ensure that the study is conducted in an appropriate manner. From the perspective of the secondary qualitative data collection process, an inductive research approach has been applied to understand the true meaning of searched information. The justification for selecting an inductive research approach is, its appropriateness to align with research objectives and seek to explore the relationship among the variables such as leadership competencies, business automation, and traditional employment models.
Deductive and abductive approaches were considered but were less appropriate for this study. A deductive approach generally begins with established theories or hypotheses and tests their relationships using predetermined propositions, which may restrict the emergence of new insights from secondary qualitative evidence. An abductive approach focuses on moving between existing theory and empirical observations to develop the most plausible explanation, making it more suitable where unexpected findings require theoretical refinement. In contrast, the inductive approach enables patterns and themes to emerge directly from the literature, aligning with this study’s exploratory objectives and thematic analysis.
[bookmark: _mh7yam7f10c7][bookmark: _Toc236504921][bookmark: _Toc237680081]3.4 Research Design 
The term research design can be explained as an overall framework that guides the researcher on how to conduct the study and analyse the data to provide answers to the research questions. The appropriate research design builds a bridge between objectives and methods through providing proper evidence (Adeoye 2024). For the secondary qualitative data, the choice of an exploratory research design is most suitable as it aims to explore a deeper understanding about the UK-based grocery retail industry, different leadership approaches and the impact of using business automation. The reason for choosing an exploratory research design is to provide evidence of phenomena after a detailed observation rather than measuring it with software.
[image: ]
[bookmark: _Toc237340012]Figure 3.4.1: Exploratory research for secondary data analysis
(Source: Adeoye 2024)
A descriptive design primarily focuses on systematically presenting characteristics of a phenomenon, which would provide limited scope for critically examining the complex relationships between business automation, employment transformation and leadership competencies. In contrast, an explanatory design generally investigates causal relationships between variables and is more appropriate for studies requiring hypothesis testing and measurable evidence. A conclusive design would also be unsuitable because it seeks to provide definitive findings from clearly established research problems. Therefore, an exploratory design is most appropriate because the study investigates an evolving phenomenon and allows patterns, themes and new insights to emerge from secondary qualitative evidence.
[bookmark: _xmpeihl94fvx][bookmark: _Toc236504922][bookmark: _Toc237680082]3.5 Search Strategy 
The search strategy can be known as a systematic approach to identify and extract the most suitable information from the valid academic databases. Ashour and Flouty (2024) stated that, the process ensures that the research is credible, transparent and comprehensive, so that an appropriate search strategy enhances the attractiveness of the study in front of readers. The search strategy began with developing proper keywords after comparing them with the research objectives; then these keywords has implemented on the search bar of the chosen databases. The research has used Boolean operators such (AND, OR, NOT) along with applied filters such as year, language, subject areas, and document type to extract studies relevant to the current research topic.
[bookmark: _v6536z6nm3qv][bookmark: _Toc236504923][bookmark: _Toc237680083]3.6 Data Collection Method
The secondary qualitative data collection method was chosen to conduct the research. The secondary qualitative method is known as a systematic process to gather reliable evidence from the second-hand data available from the Internet (Cheong et al. 2023). In this process, non-numerical data from published books, articles, journals, industry publications, and government data are mainly collected to justify each objective. The reason for choosing secondary data is, it requires less time to collect credible information without involving any capital investments. The most important source of secondary data is peer-reviewed academic journals. Apart from that, other databases are Google Scholar, Web of Science, Scopus, and Science Direct. Moreover, Government publications, industry reports, Statista, and annual reports provide current trends and statistics of business.
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[bookmark: _Toc237340013]Figure 3.6.1: Data collection method
(Source: Cheong et al. 2023)
[bookmark: _ggh82z737jgk][bookmark: _Toc236504924][bookmark: _Toc237680084] 3.7 Data Analysis Methods
The data analysis is the systematic process of organising, interpreting and evaluating data to detect patterns and insights to address the contemporary challenges in the mentioned industry. The thematic analysis process has been used to detect the changes within the UK grocery retail. Thematic analysis is a qualitative data analysis process that helps researchers to organize a huge volume of textual information into meaningful categories (Braun and Clarke 2023). The process involves multiple stages, in which the first step is data Familiarisation.  The researcher goes through the existing information to identify any perceived gaps to finalise the required datasets for the research. The next step is code formation, so that large datasets are divided into small keywords to match the research objectives. Similar codes are combined to form large themes, and finally those are applied within the analyses section of the study.
3.8 Research Tools 

	Research tools 
	Purpose 

	MS word
	To note down all data and shorten information from a bunch of data.

	Google scholar 
	Including high-quality peer reviewed journals, books and articles 

	Scopus and web of science
	To obtain high-quality academic literature 

	Secured computer system 
	To search information

	Internet 
	High speed internet required to download articles, books and other resources.



Table 1: Tools used for this research
(Source: Self developed)

[bookmark: _dqg1m0z900ha][bookmark: _Toc236504925][bookmark: _Toc237680085]3.9 Ethical considerations 
Ethical considerations are the moral principles and standards which should be maintained by researchers, so that credibility of the research can be maintained. For secondary qualitative data collection, no direct involvement of human participants is required, however, researchers should ensure that existing data needs to be extracted lawfully. In that case, any hidden information or names should not be mentioned or highlighted at the present research. Another important ethical consideration is data protection and accessibility, which has been conducted after integrating GDPR and UK Data Protection Act 2018. In other words, anonymity and confidentiality needs to be maintained throughout the research and it must be ensured that no one can access those data easily.
[bookmark: _u9duh3tpcvov][bookmark: _Toc236504926][bookmark: _Toc237680086]3.10 Chapter Summary 
The chapter has highlighted the process of data collection and analysis and justified the reason for choosing those processes. The interpretivism philosophy and inductive approach were selected to identify the patterns and trends of the UK grocery sector. Apart from that, the existing data sets were compared and constructed to formulate proper themes for this research.
[bookmark: _Toc237680087]Chapter 4: Results and Discussion
[bookmark: _Toc237680088]4.1 Chapter Overview
The results of this study, which employed secondary qualitative thematic analysis of the published literature, are outlined in this chapter. The analysis clusters available evidence in major themes around the research goals and the research question. Research related to the topic is carefully analysed for patterns, similarities, differences and what can be gained from a retail application. The chapter details the impact of business automation on employment models, leadership capabilities and organisational operations using thematic interpretation, which is based on the evidence. As it also designed to include additional supporting characters that will help the reader understand key discovery elements. Lastly, the chapter offers a practical and systematic base for an overall discussion of findings, for meaningful conclusions, and practical suggestions for retail organisations.
[bookmark: _Toc237680089]4.2 Thematic Map
[image: ]
[bookmark: _Toc236339302][bookmark: _Toc237340014]Figure 4.1: Thematic Map
(Source: Self-Developed)
The thematic map is a visualisation of the main themes identified in the secondary qualitative thematic analysis. It shows how the research objectives, thematic (content) categories, and overall findings of the research are logically connected. The selected literature was analysed and distilled into 3 main themes to understand the impact of business automation in the United Kingdom retail sector, as illustrated in Figure 4.1. These themes address both employment change and opportunities and challenges in the workforce, as well as opportunities for leaders. Themes have subthemes, which help to analyse published evidence systematically. The thematic map, however, will enhance the analytical consistency and link each research objective with the thematic results.
[bookmark: _Toc237680090]4.3 Thematic Coding Table
	Research Objective
	Initial Codes Identified from Secondary Literature
	Category Development
	Final Theme

	Objective 1: To explore and assess the impact of business automation on the traditional employment models, workforce composition and job profiles.
	Job redesign, workforce transformation, digital skills, automation adoption, task automation, employment restructuring, workforce flexibility
	Changes in traditional employment models, workforce composition, and evolving job roles within the UK retail industry
	Theme 1: Impact of Business Automation on Traditional Employment Models in the UK Grocery Industry

	Objective 2: To recognise the leadership qualities needed to manage change in an organisation effectively through technology.
	Digital leadership, change management, strategic decision-making, employee engagement, innovation, communication, leadership capability
	Leadership competencies supporting successful business automation adoption and organisational transformation
	Theme 2: Leadership Competencies Required for Business Automation Adoption

	Objective 3: To offer guidance to retail organisations who want to pursue technological innovation whilst managing, leading and nurturing their staff sustainably.
	Operational efficiency, customer experience, workforce wellbeing, ethical concerns, employee resistance, organisational sustainability, continuous learning
	Organisational opportunities, workforce challenges, and sustainable management practices during business automation implementation
	Theme 3: Organisational Opportunities and Challenges of Business Automation


[bookmark: _Toc236339631]Table 4.1: Thematic Coding
(Source: Self-Developed)
[bookmark: _Toc237680091]4.4 Thematic code
[bookmark: _Toc237680092]4.4.1 Impact of Business Automation on Traditional Employment Models in the UK grocery Retail 
· 4.4.1.1 Workforce Transformation and Job Redesign
Retailers in the United Kingdom are seeing business automation yield transformation of the workforce and redesign of jobs. According to Hunt and Rolf (2022), AI also helps to get rid of repetitive tasks in retail, freeing up time for employees to focus on tasks that require more human effort, such as customer service, problem solving, and value creation. This transition enables businesses to streamline processes while enabling employees to make the most of opportunities arising in the modern workplace through new work-based training programmes without eliminating all existing jobs. However, Swargiary (2024) thought that the latter may lead to the disappearance of several jobs that are considered routine, along with making adjustments difficult for workers not possessing advanced digital skills. For example, Tesco has realised the ambition of automated stock control and self-service systems and is still rolling out customer advisory services for all frontline staff. Thus, opportunities lie in workforce transformation when organisations need to undertake part of the work and complement skill-up learnings with workforce support.
[image: ]
[bookmark: _Toc236339303][bookmark: _Toc237340015]Figure 4.2: Top Skills for the Future Workforce
(Source: Onifade et al. 2022)
Business automation also alters the role of its human resources, mandating them to acquire more versatile technical and analytical skills to be able to operate successfully in the future of retail. Onifade et al. (2022) emphasised the importance of acquiring the following workforce skills for successful adoption of automation - digital literacy, problem solving, creativity, and adaptability, as can be seen in Figure 4.2. These enable employees to be more confident about their task performance and assist organisations to adapt well to the emergence of new technologies in the competitive retail environment. However, Manikandan (2024) proposed that workforce transformation involves a continuous investment within the organisation as the employees might find it difficult to acquire new skills without proper training programmes. For example, Marks and Spencer has been increasing digital sales and providing learning opportunities to motivate staff to develop technology competence. Therefore, ongoing skill development with good organisational commitment is the key to job redesign planning success.
Any workforce transformation efforts must have an even balance of investment in organisational strategy that includes investment in next-generation technology and ongoing employee capability building. According to Naeem et al. (2026), the advent of automation helps employees to be more productive, but only when they have reshaped their roles properly and are ready to implement the changes. The results show that in retail companies, business automation influences or replaces work in some aspects. Effective job redesign enhances organisational performance and also maintains valuable employees' contributions in shifting retailing jobs in the UK.
· 4.4.1.2 Changes in Workforce Composition and Employment Patterns
Business automation keeps reshaping the way things work in the United Kingdom retail industry, with workforce composition and employment patterns changing significantly. Notably, Olaniyi et al. (2024) noted that automation boosts the need for digitally trained workers and reduces reliance on repetitive manual tasks within various business activities. This makes a flexible workforce that can engage with and solve problems in the evolving work environment an attractive option for businesses. Conversely, Tartanoglu-Bennett and Tindal (2022) proposed that employment insecurity can emerge during a workforce transition as many retail workers experience challenges adjusting to revamped roles and responsibilities. Tesco has continued to roll out digital sales and diversified its workforce to promotions that involve more customer service and fulfilment. Thus, the dynamics of employment keep changing over time with the advancement of technology and future planning of the workforce in the organisation.
[image: ]
[bookmark: _Toc236339304][bookmark: _Toc237340016]Figure 4.3: Introduction of significant changes in work processes and job reduction
(Source: Souto-Otero et al. 2023)
Business automation is also changing the shape of job functions, including flexible working conditions and ongoing training of staff to ensure their capabilities. The authors highlighted the increasing demand for technologically changed jobs that hire employees with higher levels of digital and analytic skills, as outlined in Figure 4.3 (Souto-Otero et al. 2023). These developments enhance organisational competitiveness, create career opportunities for workers ready to embrace technological innovation, and enhance employee productivity in the workplace. However, Willcocks (2024) had to contend with the possibility that there could be a deepening of inequality within the workforce as those with lower skills might be afforded minimal chances for a digital career upgrade without specific action from the organisation. Sainsbury's has bolstered its e-commerce business and increased the number of roles in the digital fulfilment function which demand greater technological skills. The workforce's composition is increasingly being made up of individuals whose readiness for the modern workplace is directly linked to organisational investment in employee training and technology.
Organisations are continuing to transform jobs, adding a combination of human skills and sophisticated digital technology to the retail mix. According to Wang et al. (2024), the digital transformation journey takes a gradual pathway toward transforming to knowledge-based work, where workers need to be more adept at adapting and possess workforce-specific skills. The results suggest shifts in work and the emergence of new roles for digitally skilled workers. In addition, effective transformations of the workforce rely on two equally important components, including technology and sustainable human capital development wrapped in an orchestrated organisational strategy.
[bookmark: _Toc237680093]4.4.2 Leadership Competencies Required for Business Automation Adoption
· 4.4.2.1 Digital Leadership and Change Management
In order to effectively drive business automation and organisational transformation in the UK retail sector, digital leadership has become a must. Some advantages of effective leadership in digital learning include employee trust in technology, which is built when an organisation communicates change in technology effectively, and when organisational change leads to an emphasis on innovation and collaboration (Zaghmout et al. 2024). This leadership style contributes to happier staff and ensures seamless business automation integration in-store. However, Ongena et al. (2024) suggested that what frequently and repeatedly frustrates the successful implementation of digital transformation is the absence in the leadership team of the necessary digital competencies and decision-making competence, even after considerable investments in technology. Through leadership commitments for employee engagement and ongoing digital upskilling, Tesco has increased the use of AI in its retail operations. As a result, it is still critical for strong computer leadership to ensure the organisation's successful transition and prolonged adoption of automation.
Educating staff about technological change is also a crucial part of successful change management that must be structured, communicated and supported continually through the organisation. Artificial intelligence implementation is only feasible where organisations are ready for it, with careful planning before implementing artificial intelligence, noting that planning can minimise uncertainty and enhance implementation results (Tursunbayeva and Gal 2024). This enhances the numbers in the workforce and helps those who join the firm to be informed about evolving responsibilities in the automation process. However, Gilli et al (2023) proposed that organisations may lack an awareness of the need for leadership to be able to make the digital transformation, leading them to find gaps in communication and opposition from their employees. Marks and Spencer enhanced the digital retail business through leadership practices that foster collaboration, learning and embrace technology in every business function. This translates to the benefits of employee participation in change as a result of effective change management, and the need for ongoing investments in the organisation.
By fostering long-term goals and employee growth, Digital leadership shapes organisational performance. Hossain et al. (2025) found that with digital transformation, leadership skills that are supported by artificial intelligence help increase organisational adaptability, improve decision-making, innovation and job resilience. The results show that business automation within retail organisations requires talent and investment in technology too. Overall, digital leaders help to lead the organisation to sustainable change while having a certain level of employee engagement during the adoption of digital automation.
· 4.4.2.2 Employee Reskilling, Innovation and Collaboration
Dedicated training of the employee workforce, innovation and collaboration are now key leadership concerns when implementing business automation in the retail sector in the UK. In order to constantly adapt to evolving technological climates, organisations with successful AI adoption invest in workforce upskilling on an ongoing basis (Appiah, 2025). This practice makes employees more confident and enhances the flexibility and competitiveness of the organisation in the long term with continuous capability enhancement. However, when organisations are not capable of creating a supportive learning environment and career progression opportunities, many employees exhibit low motivation for digital training (Śledziewska et al. 2025). Tesco has embraced digital learning strategies designed to help workers cope with the shift to new technology in various retail outlets. Thus, the continuous reskilling of employees is still necessary for maintaining a good going concern and adaptability.
[image: ]
[bookmark: _Toc236339305][bookmark: _Toc237340017]Figure 4.4: The way the organisation will best resolve its potential skills gaps related to automation
(Source: Cvetkovski and Tomanovic, 2024)
Leadership also fosters innovation by facilitating inter-agency co-operation, co-training and inter-regional exchanges among employees and with educational institutions and stakeholders in the context of the transformation of the workforce. Collaborative leadership benefits workforce reskilling by amplifying the bonds between individuals, firms, and even groups, which promotes knowledge sharing, innovation, and in-the-field learning experiences, facilitating organisations' digital transformation (Qiumeng et al. 2025). The findings from the organisations that took part revealed that those with a focus on filling potential skills gaps through structured learning programmes gain from more ready-to-work members of the workforce and stronger results for automating their processes (Figure 4.4). In contrast, Li et al. (2025) maintained that significant investment in a reskilling programme and ongoing managerial involvement are needed before organisations can see measurable organisational improvements. Marks and Spencer's commitment towards digital capability development is manifested through ongoing skills acquisition and joint development in the workplace. Even though there is a high cost and demands to be strongly led to implement collaboration, the development of working together yields long-term value for organisations.
Reskilling employees boosts the innovation of an organisation, as it prepares them with new technological roles in the contemporary retail backdrop. According to Cvetkovski and Tomanovic (2024), companies that provide structured upskilling for their employees to cope with changing task needs end up with more resilient employees and more successful companies. The above results suggest that successful digitalisation is intrinsically linked with continuous employee learning and support by leadership during such a transition. In conclusion, reskilling and cooperation give sustainable competitive advantages and increase the organisation's readiness for technological developments in the future. Tesco has developed its communication among employees and brought digital solutions into play to reduce opposition and make the workforce more accepting. Thus, good organisational support will continue to be a major determinant in minimising resistance and fostering successful implementation of the automation. 
[bookmark: _Toc237680094]4.4.3 Organisational Opportunities and Challenges of Business Automation
· 4.4.3.1 Operational Benefits and Customer Experience
Using business automation tools offers a major operational benefit for the grocery sector throughout the UK and enhances the customer experience. According to Gavrila et al (2023), automation improves customer satisfaction through timely services, personalisation, and seamless customer interactions across various channels. These enhancements enable companies to improve efficiency in their operations and are a response to, and proactive application of, evolving customer expectations in competitive retailing contexts. At the other end of the spectrum, Rolando (2025) suggested that relying too heavily on automated interactions with customers could end up causing less personal and human interaction, in turn impacting long-term customer relationships and loyalty. Tesco leverages personalised digital promotions and automated recommendations to make customers' online shopping experience easier. Thus, balanced automation enhances two vital objectives: one, to promote the satisfaction of customers and two, to keep vital human interaction in retail services.
Business automation also enhances organisations' efficiency by bringing in predictive technologies, customer analytics and streamlined marketing processes that aid business performance. They were quoted in the article as saying that with RPA, the marketing operation of repetitive tasks will be reduced, and employees will be able to concentrate on strategic decision-making and customer relationship management. This helps enhance service delivery and streamline resource utilisation in retail businesses, leading to greater operational efficiency and productivity. However, Anozie et al. (2024) stated that ongoing technological, infrastructure and investment costs are needed, and subject-matter experts are required to implement automation, as system integration problems could limit expected benefits to the organisation. Marks and Spencer have boosted their omnichannel retailing by implementing automated business technologies to assist with better customer engagement and operational efficiency. Accordingly, those organisations that successfully integrate technological innovations and human resources professionals' experience can enjoy more operational benefits.
The integration of automation within a personalised marketing strategy and good customer service can create a better customer experience. Kedi et al. (2024) found that customer engagement rises in retail settings as a result of artificial intelligence-based business automation, which enables them to make personalized recommendations, communicate efficiently, and provide better quality services. The results showed the benefits of automation on organisations' performance and higher customer value due to the ability to make decisions based on data. Operational success is dependent on piecing together technology with people to ensure sustainable customer experiences.
· 4.4.3.2 Workforce Challenges, Ethical Issues and Resistance to Change
Before widespread business automation usage, the UK grocery sector struggled with many workforce challenges that covered suboptimal workplace cultures, poor employee engagement and unwillingness to change. The issues dampened employee confidence, eroded collaboration and slowed organisational performance. Soliz (2025) further notes that when workers do not have confidence in their workplaces or feel supported by the organisation, they are more likely to resist organisational change. This shift to business automation has added challenges to organizations like the uncertainty of employees, reshaping job roles, and increased reluctance to embrace digital transformation. On the other hand, Alabi et al. (2024) noted that with workforce analytics, organisations can be positioned to address uncertainties in the workforce and serve as a mechanism to uncover workforce needs; however, organising/micro-businesses are still grappling with workforce dynamics when employees struggle to adapt to technology.
The ethical implications have also grown as business automation further fuels organisations' decision-making in the grocery segment. Earlier, it was the traditional management strategies that were the main issues for organisations in relation to workforce planning and quality of service. Alabi et al. (2024) state that workforce analytics can be used to support workforce planning and human resources management decision-making. Yet, the present digital transformation has raised new concerns about employee privacy, reliance on technology, algorithms and their decision-making power, and implementation complexity on the governance front of retail organisations (Al-haimi et al. 2025). Hence, businesses have enhanced communication with their staff and encouraged responsible use of digital technologies to help alleviate these concerns, but it creates an ongoing challenge to ensure transparency and trust within their workforce.
AI and business automation are now a part of organisations' workflow, and workforce challenges remain constant. Organisations grapple with ongoing ethical challenges regarding governance, employee adaptation, responsible AI, and employee well-being in these times of technological change (Machucho and Ortiz 2025). These challenges can impact employee engagement, the work culture, and the sustainability of digital transformation efforts. Hence, these challenges must be addressed by effective management through responsible leadership, transparency in governance, ongoing support for employees and successful change management. This can be done to ensure that retailers have a chance of technology transformation that is sustainable and without compromising employee well-being or organisational performance.
[bookmark: _Toc237680095]4.5 Findings Analysis 
The analysis has highlighted that the application of business automation has altered the traditional employment models within the UK grocery industry. Within this, the job design seems to be one of the major outcomes of business automation, because the technology has changed the traditional job roles. The UK grocery sector from the UK has started prioritising employees as an important asset and they might not replace them, rather than allocating each of them to the higher valued activities. Existing markets are supporting a hybrid working environment, so employees and leaders must have technical knowledge along with customer insight. The research support workforce transformation through investing in employee reskilling to enhance the confidence of employees to work under such an advanced environment.
The findings revealed that workforce composition and employment patterns in the UK grocery sector have changed after implementing business automation software such as AI, CRM, chatbots, and others. On the other hand, the traditional marketing departments primarily relied on a large team structure with manual task handling processes. As a result, organisations have been facing repetitive mistakes, delays in project delivery, and ultimately lower productivity across the departments. After the successful adoption of technologies, the employment pattern has changed towards project-based and flexible working environments. Retailers developed small multidisciplinary teams with hybrid working and remote collaboration facilities. It will enable leaders to develop teams across regions and enhance their abilities in this evolving marketplace. 
Furthermore, another crucial component of this study is digital leadership and change management. Digital leaders have a strategic vision for technology adoption and align automation with organisational objectives. Before introducing the technology in front of employees, leaders play an important role in taking responsibility for it. Leadership competence such as clear and transparent communication with staff about organisational changes, job requirements, skills and workforce needs, so that employees can get accustomed to the new working environment. For instance, one of the retail giants in the UK is M&S and the CEO Stuart Machin has adopted transformational leadership to focus on employee empowerment through providing training and coaching on automation and CRM systems (Tafuro et al. 2025).
Despite the positive aspect, the sudden implementation of automation in the grocery sector has generated a significant challenge for the workforce. Employees are fearing such changes as automation changes the administrative roles such as scheduling, reporting and email business automatically. This created uncertainty about job roles, employability, and career progress for employees. If leaders are incapable of supporting employees at this phase, employees might think of leaving the organisation, or they search for new jobs. On the other hand, gaps in knowledge among employees create ethical issues and rising concern about data privacy and transparency. Therefore, leaders must develop problem-solving competency to establish an ethical governance framework to conduct a regular audit of AI to ensure the accountability of decision-making. 

[bookmark: _Toc237680096]4.6 Discussion 
[bookmark: _Toc237680097]4.6.1 Overall Interpretation of Findings 
The study has highlighted that the grocery sector in the UK has started implementing business automation tools to alter traditional employment. Previously, Pramudito et al. (2023) stated that, candidates were selected manually and after hiring, they accomplished their duties through a manual process. However, the grocery industry has shifted towards technological adaptation, so the organisational culture and structure must be changed simultaneously. The transformational leaders are always wanting to accept new changes and are ready to deal with sudden uncertainties; hence, this leadership approach is suitable for the UK grocery sector. 
[bookmark: _Toc237680098]4.6.2 Comparison with Existing Literature 
Pramudito et al. (2023) stated that successful business automation does not depend on technological advancement but also on the leader’s ability to handle sudden organisational changes. In that case, Mwamba (2023) claimed that change management seems to be one of the major competencies that help leaders to guide employees to deal with resistance and ensure that technologies are embedded successfully within the organisational practice. Throughout the operation, leaders need to communicate with the employees transparently to let them be aware of the benefits of business automation along with the challenges faced by these employees after the technology adaptation. 
On the other hand, Frazer and Hewitt (2025) claimed that transformational leadership theory is the most suitable approach for the changes in the UK grocery sector. Transformational leaders understand each employee's perspectives towards digital adaptation and ensure that employees feel comfortable within the organisational platform. (Reuters, 2026) pointed out that Tesco is one of the best examples of a grocery organisation which practices personalised business approaches for better customer engagement. In that case, the leaders from Tesco have arranged employee training programs and invested on workplace learning to strengthen the confidence of employees in using the business automation tools.
[bookmark: _Toc237680099]4.6.3 Relationship with Transformational Leadership Theory 
The chosen topic has emphasized the capabilities of modern leaders to guide employees during organisational changes. Rojak et al. (2024) claimed that the usage of transformational leadership theory can inspire leaders to share vision, mission and objectives with employees so that they can rely on the organisational activities. The four dimensions of transformational leadership theory are idealised influence, inspirational motivation, intellectual stimulation and individualised consideration. These stages directly align with the challenges of business automation and value the concerns of employees regarding job displacements. The intellectual stage further encourages leaders to develop creative solutions to the issues by fostering innovation within the industry. Individualised considerations support the culture of training, workshops, and workforce reskilling through recognising each employee's needs and delivering personalised learning solutions to them. Companies such as Sainsbury, Tesco and M&S utilise effective leadership practices for employee wellbeing and organisational sustainability (Sainsbury, 2015). In this way, the transformational leadership theory provides a theoretical foundation for this research as it compares and contrasts the willingness of employees to accept automation for developing new digital competencies.
[bookmark: _Toc237680100]4.6.4 Practical Implications for UK Retail Organisations 
As per Roy (2024), one of the practical examples from the UK grocery sector is Tesco, which has already implemented business automation for maintaining organisational competitiveness. The largest food retailer practice transformational leadership to provide virtual and face-to-face training to employees to improve productivity. In 2025, Tesco generated revenue of approx. £69.2 billion, which holds a 28.5% market share (Tesco, 2025). Tesco has already utilised the Clubcard loyalty programme to promote its products and provide personalised solutions to customers. Leaders of Tesco have already proved that business automation can be taken as an opportunity to redesign jobs rather than reducing headcounts.
[bookmark: _Toc237680101]4.7 Chapter Summary 
The findings have revealed that the sudden changes towards technologies pushed the organisations towards innovation, along with reducing the workers' contributions. Employees are fearful of this sudden change, and they thought their jobs must be replaced soon. Here, leadership competencies play an important role in reskilling and training of employees, so that the confidence of employees can be improved and they can handle these technologies errorless.


[bookmark: _Toc237680102]Chapter 5: Recommendations, Conclusion and Limitations
[bookmark: _Toc237680103]5.1 Conclusion
The study has highlighted the business automation technologies that have transformed traditional employment models and leadership practices in the UK grocery sector. The industry has adopted AI, CRM, chatbots, e-commerce, predictive analytics and automated technologies to enhance marketing operations and customer engagement. The implementation of business automation has not completely altered the role of human employees; rather, it has reshaped the nature of work by reducing errors. The study revealed that the automation has contributed to the formation of a cross-functional collaboration team after including IT, customer service and data analytics. On the other hand, technological transformation has impacted negatively and created challenges for the employees, including skill shortage, job displacement, and employees' resistance to change. 
The study has mentioned the successful adoption of automation technologies within the UK grocery industry depending on the leadership capabilities. In that case, most of the organisations are using transformational leadership strategies to reshape the abilities of leaders to learn more about digital competencies to run operations, marketing, and manage the workforce. Digital literacy is one of the major competencies for Transformational leaders that must involve a clear understanding of business automation, customer engagement, and analytics for decision-making. Leaders must develop change management abilities to detect the uncertainties within the market. An effective leader provides lifelong learning and knowledge-gaining opportunities for the employees. 
The study has involved secondary qualitative data collection to highlight the changes occurs within the UK grocery industry regarding leadership planning, employment structure and productivity. After involving business automation, the industry shifted from task-based roles to technology-oriented positions. The traditional marketing involved manual customer segmentation, data entry, and scheduling tasks, which has cause delays and repetitive errors. On the other hand, after including business automation, leaders need to learn more competencies to alter organisational structure, so that they can support the modern workplace needs.
[bookmark: _Toc237680104]5.2 Linking Findings with Research Objectives
Objective 1 is about exploring the impact of business automation on traditional employment models, job profile, and workforce composition. Business automation has changed the employment patterns and made the process seamless and faster than before. Schiuma et al. (2024) claimed that it has replaced manual tasks, and the technology enables conducting hiring advertisements online to attract multiple candidates. Moreover, companies like Tesco and M&S prefer to hire employees from all over the globe through digital technologies and intend to involve candidates from different races, religions and cultures.
Objective 2 highlighted the required leadership qualities for managing the changes within the grocery sector in the UK. These findings have evaluated the major leadership competencies required for leaders, including adaptability, strategic vision, digital literacy and emotional intelligence. In that case, Braojos et al. (2024) claimed that leaders who have developed these competencies have already positioned themselves as transparent decision-makers and mentors for the workplace.
Objective 3 stated the technological innovation for leading, nurturing and managing staff for the grocery sector in the UK. The finding introduced comprehensive guidance to the employees for reskilling and up skilling programmes. Valtonen and Holopainen (2025) stated that, the retail organisations are promoting continuous learning and employee participation within the organisation. The benefits of creating a supportive workplace and encouraging employees to participate in organisational activities can enhance job satisfaction, morale, and career development opportunities for them.
[bookmark: _Toc237680105]5.3 Recommendations 
Recommendation 1: Investing in reskilling of workforce through Human AI collaboration
UK retail organisations need to establish opportunities for employees to learn continuously through reskilling programs. Sharma et al. (2022) stated that, continuous investment in digital capabilities can provide lower resistance and stronger employee engagement. The stages of structured implementation should involve a comprehensive digital audit to detect the learning gaps across all departments such as sales, marketing, data analytics and customer service. Then each employee must be given a personalised learning pathway tailored to their digital proficiency. For instance, Tesco has already invested in employee training programs to improve the digital capabilities of employees throughout all departments (Tesco, 2024). The involvement of different learning pathways such as cross-functional projects and mentoring can minimize the rate of job displacements and strengthen employees' confidence in handling technologies like automation.
Recommendation 2: Developing more digital and transformational leadership competencies to support the changes 
The UK-based grocery sector must strengthen the digital and transformational leadership competencies to support modern organisational needs. The study has already proved that effective leadership is essential to managing employees' behaviour, attitude, and perception towards newly implemented business automation tools. Phakamach et al. (2023), stated that organisations that have digitally capable leaders are more confident in experiencing employee engagement and greater success after technology implementation. Grocery organisations must establish a new leadership framework that supports practical guidance through workshops, digital coaching, and mentoring about the changes needed for the firm to remain competitive in this market (Sinnaiah et al. 2023). The grocery organisation must design an appropriate leadership development training program to support the existing leaders with digital strategy, automation fundamentals, ethical AI governance, data literacy and employee wellbeing. It will help senior managers, executives, and supervisors to enhance their skills and literacy level to further guide the bottom-level employees.
[bookmark: _Toc237680106]5.4 Limitations and Future Research 
The research solely depends on the secondary data collection from the existing academic journals and industry reports; therefore, this evidence might not be enough to justify the perception of leaders towards the traditional employment system. In that case, Aftab (2025) stated that, the evidence collected from the secondary process does not completely reflect the most recent organisational practices on decision-making for changing the leadership design within the grocery organisation in the UK. On the other hand, another significant gap is that the study only focuses on the UK grocery industry, which limits the Generalisability of the findings to other industries in the same country. The findings from this research only support the UK grocery sector because the leadership competencies for healthcare, hospitality, manufacturing and retail might differ from the chosen sector.
In that case, future research could explain the long-term consequences of using automation for career progress, leadership and employee satisfaction. In the future, more longitudinal studies will be included in the research process to provide valuable insight into the stages of employment structure and the root cause of its changes over time. Future studies will expand beyond the UK or involve different industries such as hospitality, healthcare, and manufacturing to identify the progress of digital transformation at different rates. Moreover, the future scope of the study is to explore some other competencies such as AI governance, cyber resilience and human-centred leadership to support the entire sector with innovation and experience.
[bookmark: _heading=h.eef45ea5qj5k]

[bookmark: _Toc237680107]Element 2: Research Process Reflection 
Gibbs’ Reflective Cycle has helped me approach my own experiences in a more structured and honest way, guiding me to slow down and examine not just what happened but how I felt and why I responded as I did. By moving through its six stages, I’m able to turn everyday moments into meaningful learning, shaping clearer insights and more intentional actions for future practice.
Description 
The research has already developed a valuable understanding of the business automation technologies and leadership competences in the UK grocery sector. I have collected secondary data for this research based on Google Scholar, Scopus, ScienceDirect, and other valid databases. This product has developed my research skills, and I understood which articles are suitable for this study, and which are not. Albassam et al. (2023) claimed that research abilities can help in future employment as it guides candidates to make decisions based on the searched evidence. However, I have faced issues while gathering information in the initial phase, which was filtering a large volume of data from secondary sources. 
Feelings 
Despite the positive aspects, the collection of secondary data logically seems difficult for researchers. Initially, I felt that I spent more time re-reading articles and journals, so that I forgot to note down the facts and trends of the UK grocery sector. It ultimately created time management issues. Fox (2022) stated that time management seems to be crucial for academics, as it help in delivering projects before the deadline and prevents deductions of marks. Initially, I somehow managed to fulfil the first deliverables, and I have experienced stress and anxiety as I failed to complete the first milestones.
Evaluation 
I have evaluated that modern organisations are completely relying on proper leadership approaches. Nour and Arbussà (2023) stated that, organisations are reshaping their structure as per modern industry needs, such as implementing technologies to fulfil customer demands. In that case, such transformation requires professional involvement of mentors, leaders, and supervisors who can guide the entire workforce to achieve organisational goals. While collecting leadership-related data, I was confused about which practices I needed to select for the chosen topic. I took assistance from the University instructors and took them as real-life examples of leadership to choose theories wisely.
Analysis 
I further analysed that collecting secondary data is not an easy process, and it involves multiple phases. Initially, I did not know how to search articles and journals for the research, so I decided to pay attention to my communication skills to seek help from peers. Biggs et al. (2024) stated that, face-to-face communication can be taken as one of the best leadership competencies, as it helps in reducing confusion and creating new ideas. I have explored that; I need to use short keywords to search articles from academic databases like Google Scholar. Then I have used the AND/NOT/OR process to create short keywords to search articles, journals and books from valid academic databases. 
Conclusions 
The overall research process has enhanced my digital proficiency at the initial level as I used MS Word, MS Excel, University databases, online databases, and also visited industry publications to gather data from the UK grocery sector. The process has impacted my experiences and provided more knowledge about data analysis. For instance, I did not know how to create themes or analyse that information to formulate a valid conclusion. The overall methodology has given me plenty of new thoughts about data collection and analysis, which will be used in my professional career in the future. 
Action Plan
	Objectives
	Short term plan (0 to 3 weeks)
	Medium term plans (3 to 6 weeks)
	Long-term plans (6 to 9 weeks)

	Time management skills
	Creating a daily schedule with priorities with the help of Google Calendar or Microsoft.
	Developing time management habits through milestone tracking and rewarding myself after completing each milestone.
	Regular productivity checking and adjusting schedules. 

	Enhancing confidence
	Improving confidence through reading more books, journals, and industry publications. Seeking feedback from mentors and leaders.  
	Strengthening critical thinking and comparing each statement with valid evidence
	Doing independent research and investing more in group discussion, public speaking, seminars, and classroom activities.

	Improving leadership ability
	Setting realistic goals, improving communication, problem-solving, and monitoring process.
	Attending more workshops, doing collaboration, academic presentations, and improving futuristic abilities.
	Mentoring juniors, promoting collaboration, innovation and continuous learning.
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(Source: Self developed)
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APPLICATION FOR ETHICAL APPROVAL

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: Cristina Budureanu
2 Tick all boxes that apply: Member of staff: :}cl)lg‘c’)vr.ary [esearc O
Taught Postgraduate Postgraduate
Undepediis St | Student o Research Student o
3 Institute/Academic licL

Discipline/Centre:

4 Campus: London

5 E-mail address: 2314760@student.uwtsd.ac.uk

6 Contact Telephone Number: e

For students:
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7 Student Number: 2314760
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

Date

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 (Supervisor)

X 30/07/2026

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.

UWTSD Research Ethics & Integrity Code of Practice

X

UWTSD Research Data Management Policy

X

[List any other relevant documents here]

O

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 O NO O
S Are you in receipt of a KESS scholarship? YES O NO ]
6 | Are you specifically employed to Voluntary YES O NO O
7 undertake this research in either a Emploved
paid or voluntary capacity? mploye! YES [m] NO O
8 Is the research being undertaken If YES then the
within an existing UWTSD Athrofa permission question YES o NO O
Professional Learning Partnership below does not need
(APLP)? to be answered.

April 2022°

2

PG2 Ethical Approval Form




image14.jpeg
Prifysgol Cymru
Y Drindod Dewi Sant
University of Wales PG2 /E1 FORM

Trinity Saint David

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

Where research activity is carried out in collaboration with an external organisation

10

Does this organisation have its own ethics approval system? YES O NO X

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

Analysing How the Adoption of Business Automation Technologies
Indicative title: Alters Traditional Employment Models and Requires New Leadership
Competencies: A Case Study of the UK Grocery Retail Industry

Proposed start date: 11/06/2026 Proposed end date: 18/08/2026

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.

Purpose of Research Activity

The purpose of this research is to explore the impact of using Automation technologies in reshaping the
traditional employment models and transform the nature of leadership skills in the UK grocery retail sector. Al,
customer relationship management (CRM) systems, predictive analytics, platforms are among the various
technologies that are becoming commonplace in retail organizations to enhance efficiency, customer
engagement and performance. These new innovations and productivity technologies also impact workforce,
structures, job roles and leadership responsibilities.

Secondary qualitative thematic analysis of publicly available academic literature, industry reports, govemment
publications and organisational documents will be used in the study. No primary data will be collected. Previous
studies have shown that automation can have a positive effect on the efficiency within the organization but there|
is limited work that combines the impact on employment transformation and leadership capacity in the UK|
grocery retail environment. This research aims to fill that void with a synthesis of existing evidence to help
uncover emerging employment trends, evolving expectations for leadership, and implications for organisations.
The results will increase the body of knowledge by offering a comprehensive perspective on technological
change and workforce transformation and leadership development. The research will also provide

recommendations for business automation that are supported by evidence to grocery managers, policy makers|
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and organizations who wish to implement business automation in a responsible manner and build effective,
leadership skills among employees.

Research Question

4 What changes are business automation technologies bringing to traditional employment models and new leadership skills in
the grocery sector in the UK?

Aims of Research Activity

This research aims at critically analysing the effect of business automation technologies on the
employment structures, roles of the workforce and leadership skills in the grocery industry in the UK
5 context. The study aims to leverage secondary qualitative thematic analysis to gain insight into the
opportunities and challenges organisations face in the context of digital transformation and to
determine the changes in leadership practices needed to help employees, foster innovation and
maintain organisational performance in today's technology driven retail landscape.

Objectives of Research Activity

e To explore and assess the impact of business automation on the traditional employment models,
workforce composition and job profiles.

6 e To recognise the leadership qualities needed to manage change in an organisation effectively
through technology.

e To offer guidance to grocery organisations who want to pursue technological innovation whilst
managing, leading and nurturing their staff sustainably.

Proposed methods (maximum 600 words)

This research will take a secondary qualitative design and use reflexive thematic analysis to explore
how the use of business automation technologies changes the traditional employment models and
what new leadership skills are needed in the UK grocery sector. There will be no primary data
collection with human participants. Rather, it will review the available, public evidence, kept with a
moral danger rank of zero and permit a thorough understanding of the research issue.

Secondary data will be sourced from peer reviewed journal articles, academic books, government
publications, reports from recognised professional and industry bodies, publicly available company
reports, consultancy publications and reputable market research covering the business automation,
artificial intelligence, digital transformation, employment, workforce management and leadership in the
UK grocery sector. Relevant literature will be identified through using academic databases available
through the University such as Scopus, Web of Science, Business Source Complete, Emerald Insight,
ScienceDirect, ProQuest and Google Scholar. Where relevant, public reports of organisations like the
UK Government, Office for National Statistics (ONS), Chartered Institute of Personnel and
Development (CIPD), Deloitte, PwC, McKinsey and leading UK retailers will also be included.

The literature selection process will be based on predetermined inclusion and exclusion criteria,
creating transparency and uniformity. Recent high-quality publications which relate directly to business|
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automation technologies, employment transformation, leadership competencies and the UK grocery|
industry will be prioritised. Secondary sources that are duplicated, out-of-date, unavailable or|
irrelevant to the research task will be omitted. Pre-analysis of relevant documents will be done in a
systematic way.

Data collected will be analysed by Braun and Clarke's Reflexive Thematic Analysis. The analysis will
be conducted in accordance to the well-established 6-step process: familiarisation with the data;
systematic coding of relevant information; generating initial coding themes; reviewing and refining
themes; defining and naming themes; and producing an analytical narrative which addresses the
research question and objectives. This allows for the recognition of pattemns, relationships and
recurring ideas across several sources with methodological transparency and analytical rigour.

The research will not involve any confidential, proprietary or non-public information. Resources will all
be accessed from public sources or through appropriate University library subscriptions. There will be
no personal interaction, interviews with the participants, questionnaires or observations. This means
that informed consent is not necessary and there are low ethical risks in the research.

Electronic research materials, coding notes and analytical notes will be stored securely, via password
protected devices and where appropriate, secure University approved cloud storage. Throughout the
study, the study will adhere to academic integrity, transparency, and comply with UK General Data
Protection Regulation (UK GDPR), Research Data Management Policy, and Research Ethics and
Integrity Code of Practice of the University so that proper referencing and citation practices are
followed.

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

The research will take place from a distance using the online library resources as well as electronic
databases and other public sources at the University. The researcher will gather, analyse and write
data from her usual study place. No fieldwork or visits to retail organisations are necessary.

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/learmed 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.

Research work will not be carried out outside of the United Kingdom. The study is based on the UK
groceryl industry but all data gathered will be from publicly accessible electronic sources. There will
be no fieldwork or organizational access overseas or any involvement of the participants. This
means that no further overseas ethical approval/licences/permissions are required.

10

Use of documentation not in the public domain: Are any documents NOT NO X
publicly available?

YES O

1"

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.
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Not Applicable. All publicly available academic literature, government documents, industry reports

and publicly available organisational documents will be used in the research. No confidential,

proprietary or restricted documentation will be accessed.

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 O X
13 | Aresilient Wales O X
14 | A healthier Wales O X
15 | A more equal Wales O X
16 | A Wales of cohesive communities O X
17 | A Wales of vibrant culture and thriving Welsh language O X
18 | A globally responsible Wales O X
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? O X
2 Use of interviews? O X
3] Use of focus groups? O X
4 Use of participant diaries? O X
) Use of video or audio recording? O X
6 Use of computer-generated log files? O X
7 Participant observation with their knowledge? O X
8 Participant observation without their knowledge? O X
9 Access to personal or confidential information without the participants’ specific o 5

consent?
10 Admir_]istration of any questions, test stimuli,_ presentation that may_be o 5

experienced as physically, mentally or emotionally harmful / offensive?
11 | Performance of any acts which may cause embarrassment or affect self-esteem? O X
12 | Investigation of participants involved in illegal activities? O X
13 | Use of procedures that involve deception? O X
14 | Administration of any substance, agent or placebo? O X
15 | Working with live vertebrate animals? O X
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16 | Procedures that may have a negative impact on the environment? O X

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:

<
m
(7]
4
o

=

Students or staff at the University?

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

Vulnerable adults?

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

Prisoners?

Young offenders?

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

People engaged in illegal activities?

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

ol N |o|la| s |w|N
O|0 (o000 |O0|Oo|O
Ooo|ojo|o|(go|jg|g

Details of any other participant groups: O O

(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?

How many participants are
10 | expected?

(this box should expand as you type)

11 Who will the participants be?

(this box should expand as you type)

12 How will you identify the
participants?

(this box should expand as you type)

April 2022° 7 PG2 Ethical Approval Form
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Information for participants:
YES NO N/A
13 Will you describe the main research procedures to participants in o O o
advance, so that they are informed about what to expect?
14 | Will you tell participants that their participation is voluntary? O O O
15 | Will you obtain written consent for participation? O O O
16 Will you explain to participants that refusal to participate in the o o o
research will not affect their treatment or education (if relevant)?
17 If the research is observational, will you ask participants for their o o o
consent to being observed?
18 Will you tell participants that they may withdraw from the research at o o o
any time and for any reason?
19 With questionnaires, will you give participants the option of omitting o o o
questions they do not want to answer?
20 Will you tell participants that their data will be treated with full o o o
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 o o o
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? O O O
25 | Is specialist electrical or other equipment to be used with participants? O O O
26 Are there any financial or other interests to the investigator or o o o
University arising from this study?
27 Will the research activity involve deliberately misleading participants in o O o
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.

Yes X
No |

1 Full risk assessment completed and appended?

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

Risk to participants: [ How you will mitigate the risk to participants:

April 2022° 8 PG2 Ethical Approval Form
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The research is not expected to pose any direct
risk to the participants as it is not a study involving
human beings or primary data collection.

The dissertation research will be based on only
secondary sources that are available to the
public. No information will be collected,
processed or disclosed that can be associated
with any person.

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

The research doesn't include conversations with individuals or questionnaires about personal
sensitive matters with participants. For this reason, no safeguarding and/or participant support

procedures are necessary.

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:

Minimal risk, mainly related to the length of screen
exposure, the workload of literature and the
possible bias of the researcher in the thematic
interpretation.

How you will mitigate the risk to the investigator:

To ensure rigour, transparency and researcher
reflexivity, a structured research schedule,
regular supervisory feedback, and systematic
literature review procedures will be used, along
with Braun and Clarke's reflexive thematic
analysis.

University/institutional risks

For example: adverse publicity, financial loss, data protection

Risk to the University:

Potential academic dishonesty or plagiarism if
sources are not cited correctly.

How you will mitigate the risk to the University:

All materials will be acquired legally, cited
correctly, and used ethically and properly per
copyright, University policies and accepted
academic practice.

Environmental risks

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

Risk to the environment:

There are no expected environmental concemns.

How you will mitigate the risk to environment:

Desk based study, electronic documentation
only, reducing the amount of paper and the
impact it has on the environment.

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 YES NO N/A
contact with such participants.

Does your research require you to hold a current DBS Certificate? O O X
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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?
There are no participants involved; thus no participant debriefing or feedback will be required. The
results will be reported in the completed dissertation.

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.
There will be no human participants that would be recruited, so no informed consent is needed. All
data will be gathered from public academic and professional sources.

2 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.

There will be no identification of personal information collected or processed. All documents will be
public documents used for the research. Sources will be mentioned properly and data will be
managed following University policies and relevant data protection laws.

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 YES NO
“DPA")?

“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 m] X
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.

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

Not Applicable. No personal data will be collected because the research uses publicly available secondary sources only.

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

“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,
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(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),

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 | YES NO
materials for publication) be stored in any of the following ways?
5 | Manualfiles (i.e. in paper form)? o X
6 | University computers? X m]
7 | Private company computers? o X
8 | Home or other personal computers? X ]
9 | Laptop computers/ CDs/ Portable disk-drives/ memory sticks? X o
10 | “Cloud” storage or websites? X ]
11 Other — specify: o 5
For all stored data, explain the measures in place to ensure the security of the data collected, data
12 | confidentiality, including details of backup procedures, password protection, encryption,
anonymisation and pseudonymisation:
Research material, notes and drafts for the dissertation will be kept on password protected computers
and secure cloud storage, if available, and acceptable by the University. Regular backups will be
taken. No personal or confidential information about the participants will be stored. All files will be
safeguarded to ensure that they are not opened by unauthorized users and will be kept according to
the data management policy of the University.
Data Protection
Will the research activity involve any of the following activities: YES NO
13 | Electronic transfer of data in any form? X O
14 Sharing of data with others at the University outside of the immediate research o =
team?
15 | Sharing of data with other organisations? O X
16 | Export of data outside the UK or importing of data from outside the UK? O X
17 | Use of personal addresses, postcodes, faxes, emails or telephone numbers? (m] X
18 | Publication of data that might allow identification of individuals? O X
19 | Use of data management system? O O
20 | Data archiving? O O
If YES to any question, please provide full details, explaining how this will be conducted in
21 | accordance with the GDPR and Data Protection Act (2018) (and any international equivalents,

where appropriate):
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Electronic transfer will only be allowed for secure submission of dissertation and communication with
supervisor via university approved systems. No personal details will be sent. Research files will be
handled securely following the UK GDPR, Data Protection Act 2018 and the University's Research
Data Management Policy.

22

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

In case required for academic supervision and evaluation by the dissertation supervisor, access to
the research data will be restricted to the researcher and the dissertation supervisor.

23

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

The researcher will be the main custodian of the research data in the dissertation, under the
supervision of the dissertation supervisor and the University.

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.

Electronic devices will be used to store research materials that are secure and have password
protection. Only public documents, coding notes and draft dissertation will be included in the data.
Once the research is finished, records will be kept per university requirements.

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. Except as specifically required by the University and/or supervisor, the research data will not be
deposited in the UWTSD Research Data Repository, since it is a taught postgraduate dissertation
which is based on secondary sources of publicly available data.

26

Confirm that you have read the UWTSD guidance on data management (see
https://www.uwtsd.ac.uk/library/research-data-management/) YES x4

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 X
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SECTION K: Declaration

The information which | have provided is correct and complete to the best of my knowledge. | 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 | hereby confirm that | 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/

Date:
1 | Signature of applicant:
04.07.2026
For STUDENT Submissions:
Director of Date:
2 Studies/Supervisor: Md Kalam
3 Signature: Md Kalam 06.08.2026
For STAFF Submissions:
4 Academic Director/ Assistant Date:
Dean:
5 | Signature: 04.07.2026

Checklist: Please complete the checklist below to ensure that you have completed the form according to the
guidelines and attached any required documentation:

| have read the guidance notes supplied before completing the form.

| have completed ALL RELEVANT sections of the form in full.

| confirm that the research activity has received approval in principle

O K| K|KX

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

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

X

| 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.

| understand that before commencing data collection all documents aimed at respondents
X | (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.
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