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[bookmark: _Toc240381679][bookmark: _Toc241239894]ABSTRACT
The retail industry in the UK has been transformed by digital, but few studies have addressed the role of front-line workers in digital transformation (Wadud, Liang and Polkinghorne, 2025). The dissertation explored the relationship between perceived digital transformation, worker adaptability, and job anxiety in retail businesses in the UK. A quantitative, cross-sectional survey design was used, supported by the Job Demands-Resources model, the Technology Acceptance Model and Technostress Theory. A structured online questionnaire was used to gather data, which was analysed using IBM SPSS Statistics. Eligibility screening excluded five of the 163 respondents, resulting in an analytical sample of 158 eligible retail workers. The analysis involved descriptive statistics, reliability tests, Pearson correlation, multiple regression, BCa bootstrap analysis, and an independent samples t-test.
All six measurement scales achieved high internal consistency (Cronbach's alpha = .857 to .913). Perceived digital transformation was positively correlated with employee adaptability (r = .747, p < .001) and job anxiety (r = .690, p < .001). Model A accounted for 84.1% of the variance in adaptability, and organisational support was the sole significant unique predictor (β = .738, p < .001). Model B accounted for 67.8% of the variance in job anxiety, with perceived digital transformation and perceived ease of use significantly positively predicting job anxiety, and perceived usefulness significantly negatively predicting. There was no significant difference between full-time and part-time ‘permanent' staff.
The results indicate that workers can manage to get through the digital transformation process without necessarily feeling at ease about it. The level of organisation support seems to be especially significant for adaptability, and perceived usefulness could be a buffer when other variables are held constant to reduce anxiety. The study provides employee-centred evidence from the UK retail sector and provides practical implications for HR practitioners and retail managers. The results should however be taken with a grain of salt due to non-normality, multicollinearity, and the gender imbalance in the sample actually collected.
Keywords: digital transformation, employee adaptability, job anxiety, UK retail, organisational support, technostress
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[bookmark: _Toc240381683][bookmark: _Toc241239898]CHAPTER ONE: INTRODUCTION
[bookmark: _Toc240381684][bookmark: _Toc241239899]1.1 Background of the Study
Digital transformation has seen an unprecedented wave of change in the 21st Century, impacting almost every area of the global economy (Apple and Shields, 2025). This shift has been especially dramatic in the retail sector, where it impacts operations from inventory and supply chain management to customer engagement and employee management. Digital transformation, in its broadest sense, is the process of incorporating digital technology into every aspect of a business, forcing retail organisations to re-engineer their processes at a speed and scale that was not needed in previous technological revolutions (Vial, 2019).
The extent of digital adoption in Great Britain's retail market is quite remarkable. The proportion of retail sales made online rose from 4.9% of all retail sales in 2008 to over 26.6% in 2022, which is over a 5x increase in this time period (according to the Office for National Statistics). COVID-19 was a huge driver. The percentage of internet sales jumped from 19.7% to 33.4% between February and May 2020, reflecting the rapid increase in Internet sales during the early period of the pandemic (ONS, 2020). Retail firms had to urgently roll out e-commerce solutions, contactless payment methods, remote working solutions and automated warehousing systems, all within a short span of months, and what would have taken a decade to implement.
While customer-facing tech has certainly played a major role in digital transformation, it has also had a big impact on workers' working environments. The contemporary retail environment is equipped with self-service systems, AI-powered stock management, employee scheduling software, digital customer relationship management and instant communication devices (Willcocks, 2020). But just 60% of all retail jobs have activities that can be partly automated with the technologies demonstrated so far, according to McKinsey Global Institute (2021), which raises important questions about the experience of retail workers and the nature of retail work in the future.
In the UK, the retail industry continues to be among the largest industries in terms of employment. According to the British Retail Consortium (2023), there are approximately 3 million people employed in the retail sector in the United Kingdom, which is approximately 9.3% of the total workforce. However, such a labour force is becoming more stressed. The Retail Trust (2022) identified digitisation, job instability and increased workloads as the key drivers of poor mental health, as pointed out by 74% of retail workers in a survey conducted by the Trust. Also, the Ufi VocTech Trust (2022) reported that just 38% of retail workers felt confident in using new digital tools brought into the workplace, highlighting a disparity between the rate of digital tools being deployed and employees' preparedness.
The statistics highlight the need to look at digital transformation from the point of view of the people who have to take part in it every day of the week, rather than from an organisational strategy point of view. Although there is a considerable amount of research on digital transformation at the organisational and managerial level (Matt et al., 2015; Schwertner, 2017), there is less empirical research that focuses on how frontline staff and supervisors in retail experience digital transformation and their capacity to adapt, as well as their level of anxiety around their jobs. The present study aims to fill this gap.
The UK retail industry has experienced a tremendous digital transformation over the last ten years and is one of the biggest employers in the nation (Papanagnou et al., 2022). Retailers are no longer handling just cash and checks; these days, the job varies depending on the level of the employee, from shopping with customers to providing data-driven service. Digital tools are no longer just an add-on for many workers, but a part of their daily, and sometimes essential, work practices. Retail is a great place to learn about employee response to digital transformation, as the transformation has permeated the entire organisation and is felt by everyday front-line employees.
[bookmark: _Toc240381685][bookmark: _Toc241239900]1.2 Problem Statement
Although several studies have investigated the impact of digital transformation on various outcomes at the enterprise level, there is a critical empirical gap on how digital transformation affects employee-level outcomes such as adaptability and job anxiety in the retail context in the UK. Existing literature has either a macro-economic approach with an emphasis on productivity and efficiency gains (Brynjolfsson and McAfee, 2014), or a strategic approach that considers the organisation's digital business models (Bharadwaj et al., 2013). To date, the lived experience of workers facing digital transformation, their capacity to adapt and the fear they may develop have been comparatively little studied at the empirical level.
This study is motivated by several problems. Retail workers are one of the most vulnerable groups when it comes to first-hand exposure to digital transformation technologies, but are often neglected in comparison to managerial or executive viewpoints (Sagar, 2024). Secondly, the link between digital transformation and employee adaptability is conceptually complex: some digital tools may enable employees to do their jobs better, but some may require employees to have new skills and competencies they don't possess, leading to a lack of adaptability. Thirdly, job anxiety during digital transformation has a multi-dimensional aspect: technology-related anxiety, perceived occupational insecurity due to automation anxieties, role ambiguity due to the changing nature of job descriptions, and psychological stress due to the need to constantly update the skills and knowledge required for digital processes (Zhang et al., 2025).
Lacking first-hand evidence based on UK retail employees' perceptions and experiences, HR practitioners and retail managers are unable to create targeted interventions that support employees' adaptation to the workplace and reduce premature anxiety. This study thus meets a pressing practical need, providing an empirical, employee-centred view on digital transformation in one of the most important sectors of employment in the UK.
[bookmark: _Toc240381686][bookmark: _Toc241239901]1.3 Research Aim
This study aims to examine how perceived digital transformation is associated with employee adaptability and job anxiety among employees in UK retail organisations.
[bookmark: _Toc240381687][bookmark: _Toc241239902]1.4 Research Objectives
The study is guided by five specific research objectives:
· To identify the types and perceived intensity of digital transformation initiatives experienced by employees in UK retail organisations, including operational systems, online retail platforms, customer-service technologies, communication tools and workforce-management systems.
· To examine the relationship between perceived digital transformation and employee adaptability, including operational adaptability, digital learning agility and willingness to adjust work practices.
· To assess the relationship between perceived digital transformation and job anxiety, including technology-related worry, perceived occupational insecurity, role uncertainty and concern about keeping pace with digital change.
· To examine how organisational support factors, including training quality, managerial support, perceived usefulness and perceived ease of use, relate to employee adaptability and job anxiety during digital transformation.
· To develop evidence-based recommendations for HR practitioners and retail managers to improve employee adaptability and reduce job anxiety during digital transformation in UK retail organisations.
[bookmark: _Toc240381688][bookmark: _Toc241239903]1.5 Primary Research Question
How is perceived digital transformation associated with employee adaptability and job anxiety among employees in UK retail organisations?
[bookmark: _Toc240381689][bookmark: _Toc241239904]1.6 Sub-Questions
The primary research question is operationalised through the following sub-questions:
· What types of digital transformation initiatives are most commonly experienced by UK retail employees, and how intense are these changes perceived to be?
· What is the relationship between perceived digital transformation and employee adaptability among employees in UK retail organisations?
· What is the relationship between perceived digital transformation and job anxiety among employees in UK retail organisations?
· How do organisational support factors, including training quality, managerial support, perceived usefulness and perceived ease of use, relate to employee adaptability and job anxiety during digital transformation?
· What practical recommendations can be developed for HR practitioners and retail managers to support employee adaptability and reduce job anxiety during digital transformation?
[bookmark: _Toc240381690][bookmark: _Toc241239905]1.7 Significance of the Study
The research contributes at various levels. Theoretically, it expands the use of the Job Demands-Resources (JD-R) model (Bakker and Demerouti, 2007) and the Technology Acceptance Model (Davis, 1989) to the domain of digital transformation in the retail job, introducing employee-level empirical evidence into the body of theory that has largely been tested in other work settings. The study also adds to a more multi-theoretical perspective on how digital technologies can produce both beneficial and adverse psychological effects on employees by incorporating the technostress theory (Ragu-Nathan et al., 2008).
In practice, the results will have immediate applications to HR managers and the directors of retail operations who need to negotiate the human aspect of continued digital investment. Since UK retailers keep implementing new technologies, data on the kinds of digital change that are most accompanied by anxiety and those that are most accompanied by adaptability can inform more nuanced, human, and effective change management approaches (Zhan, Chen and Su, 2025). The results can provide evidence-based information to policymakers and trade unions regarding the wellbeing risks posed by rapid digitalisation in a large sector of employment.
The study addresses a gap in the literature by offering UK-specific, sector-specific, employee-centred quantitative information on a problem that has become significantly more important but has not been studied extensively. The results will add to the emerging yet relatively recent body of research on how employees experience digital transformation, especially within the retail setting.
This study can be interpreted at three levels, including academic, practical and policy. On the academic side, the study addresses a literature gap by concentrating on frontline and operational retail workers, who have received significantly less research than managers or office professionals, despite being among those who are affected by digital change most directly. Using the established workplace structures for this particular group, the study assists in testing the theory's relevance in the retail environment.
In practice, the results will be applicable to HR professionals and retail managers who will implement digital tools and assist employees in coping with change (Ramesh Nyathani, 2024). If certain factors are found to be most important to adaptability and anxiety, including organisational support or perceived usefulness of technology, then organisations can invest their time and resources in those areas instead of diluting their efforts (Solís, Lago-Urbano and Real Castelao, 2023). At a more general policy level, the relationship between digital transformation and the wellbeing of a major portion of the UK labour force is pertinent to current discussions on the future of work, job quality and the responsible use of technology in employment.
[bookmark: _Toc240381691][bookmark: _Toc241239906]1.8 Structure of the Study
This dissertation is organized into five chapters. Chapter One presents the research background, problem statement, aim, objectives, research questions and significance. Chapter Two critically analyses the literature on the digital transformation, employee adaptability and job anxiety, defines the gap in research, introduces the JD-R model, TAM and Technostress Theory, and formulates the research hypotheses. Chapter Three describes the methodology, such as the research philosophy, deductive approach, quantitative design, sampling, data collection, reliability, validity and analysis procedures. Chapter Four shows the SPSS results, such as data screening, demographics, reliability, descriptive statistics, correlations, regression, bootstrap analysis, group comparison, hypothesis testing and discussion of findings. Lastly, Chapter Five summarises the findings in relation to the research objectives, presents the theoretical contribution, offers recommendations on HR and managerial practice, discusses the limitations of the study, offers future research directions, and gives the concluding remarks.
[bookmark: _Toc240381692][bookmark: _Toc241239907]1.9 Chapter Summary
This chapter has laid the groundwork for the study. The chapter opened its discussion by contextualising the scale and pace of digital change in UK retail using current statistical data, and the important void in the literature in this area is the critical gap between organisational-level studies of digital transformation and the under-researched employee-level aspects of adaptability and job anxiety. The empirical inquiry has been clearly defined through the research aim, four objectives, primary research question, and four sub-questions. The study has explained its importance to theory, practice, and policy, and the dissertation structure has been described. The following chapter is a review of the available academic literature relevant to these themes.



[bookmark: _Toc240381693][bookmark: _Toc241239908]CHAPTER TWO: LITERATURE REVIEW
[bookmark: _Toc240381694][bookmark: _Toc241239909]2.1 Introduction
This chapter systematically examines the scholarly literature on the concepts that form the basis of this study, namely digital transformation in the retail sector, employee adaptability, job anxiety, and their relationship, as well as the theories underlying the research on them. The chapter is structured around themes that are broken down into sections, where different published sources are used to establish convergence, divergence, and gaps in the literature. The chapter ends with a discussion of the three theoretical frameworks that underlie this research and a recap of the central themes gleaned from the review.
[bookmark: _Toc240381695][bookmark: _Toc241239910]2.2 Conceptualising Digital Transformation
[bookmark: _Toc240381696][bookmark: _Toc241239911]2.2.1 Definitions and Scope
Academic literature has several different, and sometimes contradictory, definitions of digital transformation. One of the most cited definitions is provided by Vial (2019), who defines it as 'a process that seeks to optimise an entity by applying combinations of information, computing, communication and connectivity technologies to produce a significant change in its properties'. This definition focuses on process, not results, and it includes a wide array of digital technologies and not just one system or platform. In contrast, Westerman, Bonnet and McAfee (2014) define digital transformation as strategic intent; that is, an attempt by enterprises to use technology to radically enhance how they perform or how they are seen. Their framing is more performance-oriented and assumes a strategic actor at the organisational level.
Matt, Hess and Benlian (2015) suggest that digital transformation strategies involve four dimensions: technology, value creation, structure, and finances. The multidimensional approach is useful as it reminds researchers of the scope of organisational change that digital transformation involves, not just new software tools (Koska, Akturk and Cubukcu Cerasi, 2025). However, most of these basic theories have a strong organisational and managerial dimension, and the employee experience of digital transformation is less well theorised.
In the retail industry, digital transformation has been defined by the introduction of self-service technologies, artificial intelligence-powered inventory management systems, omnichannel retail platforms, workforce scheduling algorithms, and digital communication tools (Willcocks, 2020; Reinartz, Wiegand and Imschloss, 2019). Retail digital transformation is unique in that it takes place at the customer interface and as part of operational and workplace management, and thus puts pressure on both front- and back-of-house staff. (Reinartz, Wiegand and Imschloss 2019) This is a valuable insight for the current study since it reveals the specific level of digital change that the retail sector is currently facing compared to other sectors where digital change is more limited in scope in back-office areas.
[bookmark: _Toc240381697][bookmark: _Toc241239912]2.2.2 Digital Transformation in UK Retail: Context and Evidence
The UK retail industry is an interesting case study for digital transformation. The British Retail Consortium (2023) noted that retailers in the UK have been investing heavily in technology over recent years, with a particular focus on e-commerce infrastructure, data analytics, and automation. Wrigley, Brookes and Teller (2022) point out that the level of digital adoption in UK retail surged during and following COVID-19, with many stores implementing technologies that would have otherwise taken years. This acceleration is important because the speed of technology deployment without proper employee preparation has been linked to increased technostress and reduced adaptability (Tarafdar et al., 2019).
According to Deloitte's UK retail workforce survey (2021), 56% of retail staff said they had seen new digital systems introduced at work in the last twelve months, with just 42% saying they had received appropriate training to use that system effectively. The mismatch between technology deployment and employee readiness is a recurring theme in the literature, serving as a real motivation for the present study. In a similar way, the Institute for Public Policy Research (2019) projected that by the mid-2020s, 2.25 million retail workers in the UK faced a high or moderate risk of being replaced by automation, an estimate that has certainly shaped the perception of job insecurity among employees (Frey and Osborne, 2017).
[bookmark: _Toc240381698][bookmark: _Toc241239913]2.3 Employee Adaptability in the Context of Digital Transformation
[bookmark: _Toc240381699][bookmark: _Toc241239914]2.3.1 Conceptualising Employee Adaptability
According to Pulakos et al. (2000), employee adaptability is ‘the capacity to change or be changed to meet new situations', and has been operationalized as a multidimensional construct consisting of cognitive, behavioural, and affective components. Their Adaptability Performance taxonomy included eight dimensions of adaptive performance, including handling emergencies, handling work stress, solving problems creatively, dealing with uncertain and unpredictable work situations, learning work tasks and technologies, and demonstrating interpersonal and cultural adaptability. In this context, learning about work tasks and technologies is especially relevant of these.
More recently Junni et al. (2015) have drawn a distinction between adaptive capacity (the ability to adapt) and adaptive behaviour (the actual changes in the work practices and approaches). For the current study, this distinction is relevant, because digital transformation can have an impact on both; digital transformation can change the way employees think about their adaptive capacity and it can also require them to adopt new behaviours in the way they work, for example, learning new software, or adapting work processes. In technology-driven settings, digital learning agility, which is the capacity to swiftly learn, understand, and utilize digital competencies, has likewise emerged as a key ability of employees' adaptability, according to Park and Park (2021).
[bookmark: _Toc240381700][bookmark: _Toc241239915]2.3.2 Digital Transformation and Adaptability: Evidence and Divergences
The findings of the empirical literature, including the adaptability of employees to the digital transformation, are somewhat mixed, due to the diversity of the digital transformation projects and the diversity of the workplaces where they are put into practice. On the other hand, several research studies indicate that a properly implemented digital transformation can improve employee adaptability by offering improved tools, information, and workflows. In a qualitative study conducted with German workers, Schwarzmüller et al. (2018) discovered that workers who felt that digital transformation gave them helpful tools and greater autonomy were more likely to say they had high adaptive performance. This result corresponds to Davis' 1989 Technology Acceptance Model (TAM), which highlighted perceived usefulness as a determinant of technology adoption and behavioural changes.
However, another group of data reveals that the speed or inefficiency of digital transformation has an adverse effect on employee adaptability. A competency gap can be created when digital change is occurring at a faster rate than staff is able to learn and adapt, as argued by Cascio and Montealegre (2016). Vial (2019) also emphasizes that digital transformation can throw off existing routines and role structures, leading to adaptive requirements that exceed the resources that employees have at their disposal, which the JD-R model would label a "lack of resources". Specifically in the retail context, Willcocks (2020) discovered that those who had gone through a fast deployment of technology without support or training were less confident in their ability to deal with further digital change, indicating a vicious circle between poor digital change management and poor capacity to adapt to future change.
Another area of academic disagreement revolves around the influence of organisational support as a moderator (Yusuf, Budiyanto and Agustedi, 2022). Quality of training and supervisory support are essential factors that moderate the relationship between technology change and employee adaptability; organisations with a structured approach to digital skills training have significantly higher rates of adaptive performance in terms of Noe et al. (2014). This perspective is challenged by those who focus on individual differences such as dispositional traits, which Fugate, Kinicki and Ashforth (2004) suggest are better predictors of adaptability than is organisational support. In the scope of this current research, the debate highlights the need to consider personal and organisational aspects of the relationship between digital transformation and adaptability.
[bookmark: _Toc240381701][bookmark: _Toc241239916]2.4 Job Anxiety and Digital Transformation
[bookmark: _Toc240381702][bookmark: _Toc241239917]2.4.1 Defining Job Anxiety in Digital Workplaces
Job anxiety, also called occupational anxiety or work-related anxiety, is a group of psychological states of apprehension, worry, and stress associated with a person's job role and working environment (Maslach and Leiter, 2016). Digital transformation introduces specific types of job anxiety. One of the most directly relevant digital anxieties is Technostress, which Tarafdar et al. (2007) define as 'stress experienced by end users of information and communication technologies'. The factors that cause technostress are techno-overload (stress of working longer and harder hours because of technology), techno-invasion (stress of being connected to work all day), techno-complexity (stress of learning and using new technologies), techno-insecurity (stress of fearing for job loss because of automation), and techno-uncertainty (stress from constant technological change).
Ragu-Nathan et al. (2008) further expanded this model by providing evidence that these techno stressors correlate with a decrease in job satisfaction, organisational commitment and productivity, which has been confirmed in various organisational settings such as retail (Shu et al., 2011). Also-ran, the research on how susceptible occupations are to computerisation, published by Frey and Osborne (2017), has added to the wider cultural fear of automation and job displacement, which helps to frame and amplify the concerns of individual employees in sectors such as retail, media, arts and entertainment, and manufacturing.


[bookmark: _Toc240381703][bookmark: _Toc241239918]2.4.2 Contrasting Perspectives on Digital Anxiety
The link between digital transformation and job insecurity is not always negative in the literature. An opposing view, related to the augmentation hypothesis (Acemoglu and Restrepo, 2018), argues that digital technologies are not always substitutes for human workers, and that those able to adapt to new technologies might enjoy a lower level of routine stress and better job satisfaction. In the European Working Conditions Survey, conducted on a large scale by Eurofound (2020), workers with extensive use of digital technologies reported higher levels of autonomy and skill use than workers in non-digital occupations, but also reported higher cognitive demands and work intensity.
This seeming contradiction is consistent with the JD-R proposition that digital work is both more demanding and more fulfilling (Bakker and Demerouti, 2007). For retail organisations, the main takeaway is that digital transformation does not necessarily cause anxiety, but anxiety arises when the requirements of digital change are not accompanied by sufficient resources, such as skills training, social support, role clarity, and autonomy. A key theoretical framework in the present study is the resource-demand perspective.
There are also noteworthy demographic and employment differences in digital anxiety. Shu et al. (2011) revealed that older workers were more likely to experience technostress than younger ones, which may be due to differences in their past technology experiences and digital self-efficacy. The study by Tarafdar et al. (2019), however, found that organisational inhibitors such as the quality of technical support and training provision were more significant than individual variables in explaining the relationship between technostress and job anxiety. This study adds to this discussion by exploring demographic characteristics and digital transformation exposure as potential predictors of job anxiety among retail workers in the UK.
[bookmark: _Toc240381704][bookmark: _Toc241239919]2.5 The Intersection of Adaptability, Anxiety, and Digital Transformation
A growing number of studies have explored both adaptation and anxiety not as separate processes but as joint products of digital transformation (Tong, Yu and Shou, 2025). There is a relatively small, but growing, literature that explores adaptability and anxiety as co-occurring results of digital transformation, rather than viewed separately. This is significant as adaptability and anxiety are not just two points on a continuum of wellbeing, but can coexist, with a worker being very adaptable at learning new skills but feeling very anxious about job security or role identity (Nejad, Nejad and Farahani, 2021). In a qualitative study, Schwarzmüller et al. (2018) found that those who felt most change with digitalisation felt both anxious and adapted to digitalisation, a so-called 'digital paradox of productivity'.
Park and Park (2021) also discovered that there was a significant positive correlation between digital learning agility and technostress among South Korean service providers, implying that the same digital contexts that call and foster agility also engender anxiety. Conversely, Noe et al. (2014) say that if organisations offer resources and training, then adaptability and anxiety have a negative correlation, with higher adaptability functioning as a psychological resource that reduces anxiety. This resource buffering hypothesis has relevance for HR practitioners in the UK retail sector in terms of practical implications, and the focus of the study on both outcomes at the same time (Jimenez and Dunkl, 2017).
In the UK retail environment, this is a realistic consideration for the factors at play, namely: technology moving quickly into the retail environment, a massive, varied workforce with differing levels of digital competence, high levels of reported mental health stress, and many jobs with an increased risk of automation (Woods, Doherty and Stephens, 2021). Much of the literature available on this subject is informative but is generally based on non-UK contexts or is a cross-sector study with a wider spectrum of employment dynamics that may not fully represent the dynamics within the UK retail sector.
[bookmark: _Toc240381705][bookmark: _Toc241239920]2.6 Gaps in the Existing Literature
The reviewed literature provides valuable insights into digital transformation, employees' preparedness and anxiety about jobs, but there are some interrelated gaps that warrant a current study. First, much empirical evidence is external to the UK and is based instead on German manufacturing (Schwarzmüller et al., 2018) and/or South Korean service workers (Park and Park, 2021). Evidence for UK retail (British Retail Consortium, 2023; Deloitte, 2021) is predominantly descriptive workforce statistics, and does not lend itself to simple transfer, as retail has a high turnover of employees, many work part-time, and is a user of technology on the client-facing side (Reinartz, Wiegand and Imschloss, 2019; Wrigley, Brookes and Teller, 2022). Second, there is less focus on foundational theory, which is pitched at the organisational or strategic level (Vial, 2019; Matt, Hess and Benlian, 2015), with less focus on the experiences of frontline employees even in studies specifically about retail (Willcocks, 2020). Third, adaptability and anxiety or technostress are usually examined as independent outcomes; there are few studies that focus on both of these outcomes as co-occurring outcomes (Schwarzmüller et al., 2018; Park and Park, 2021), and this digital paradox has not been tested in the UK retail context. Fourth, the literature is divided regarding to the moderating factors, which are either organisational support (Noe et al., 2014) or dispositional factors (Fugate, Kinicki and Ashforth, 2004), as well as on whether digital exposure primarily negatively impacts wellbeing (Cascio and Montealegre, 2016; Tarafdar et al., 2019) or can instead positively impact it, as argued by the augmentation hypothesis (Acemoglu and Restrepo, 2018; Eurofound, 2020). Finally, although the job disruptions in the UK retail sector are expected to be significant (Institute for Public Policy Research, 2019; Frey and Osborne, 2017), very little quantitative (hypothesis-driven) empirical research has applied the JD-R, TAM and technostress frameworks together to the said sector (although there is some, e.g. Schwarzmüller et al., 2018; Eurofound, 2020). These gaps collectively reveal that digital transformation, adaptability and anxiety within the UK retail sector have not been fully or directly tackled. The current research comes to the rescue by empirically examining the combined effect of adaptability and anxiety as outcomes of digital transformation in a single UK retail sample, with perceived usefulness, perceived ease of use, and organisational support as key explanatory variables.
[bookmark: _Toc240381706][bookmark: _Toc241239921]2.7 Theoretical Frameworks
[bookmark: _Toc240381707][bookmark: _Toc241239922]2.7.1 Job Demands-Resources (JD-R) Model
The Job Demands-Resources (JD-R) model, developed by Demerouti et al. (2001) and further extended by Bakker and Demerouti (2007), is a theoretical framework commonly used in occupational psychology that offers a valuable perspective for studying the connection between digital transformation, adaptability, and job anxiety. The model assumes that every job attribute falls into one of two broad categories: Job demands, including physical, psychological, social, or organisational aspects of a job that require sustained, continued effort and that are associated with certain physiological and/or psychological costs. Job resources, including physical, psychological, social or organisational aspects of a job that reduce job demands, or decrease possible physiological or psychological costs, are functional in achieving job goals, or stimulate personal growth, learning, and development (Demerouti, 2001).
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[bookmark: _Toc241239964]Figure 1: The Job Demands-Resources (JD-R) model applied to digital transformation in UK retail (Source: author)
The JD-R model is directly and extensively applicable to this study. Digital transformation in retail can be seen as creating new job resources, such as new digital tools that boost efficiency, access to real-time information and skill development opportunities, as well as new job demands, including the cognitive challenge of learning new systems, the technostress of having to use multiple digital tools, the pressure of having to perform more often via digital tools, and the uncertainty of changing job requirements (Vivek Jain, 2023). If demands are high and resources are low, the employee's burnout and anxiety are predicted by the model. If demands are low or less than resources, the employee's engagement and greater adaptability are predicted by the model (Crawford, LePine and Rich, 2010). This framework supplies a theoretically supported rationale to examine digital transformation as a demand and as a resource, with adaptability and anxiety as crucial outcomes which are moderated by the balance between demands and resources. For the dissertation, this framework offers a theoretically grounded rationale to explore digital transformation as a demand, as a resource, and as a balance between demands and resources, with adaptability and anxiety as key outcomes (Scholze, 2025) . A limitation of the JD-R model is that they do not identify specific demands or resources in any specific occupational setting, and as a result, this needs to be contextualised, as it is done here for the UK retail context.

[bookmark: _Toc240381708][bookmark: _Toc241239923]2.7.2 Technology Acceptance Model (TAM)
One of the most influential models in the field of information systems research to explain and predict the acceptance and use of technology is the Technology Acceptance Model (TAM) developed by Davis (1989). TAM assumes that two beliefs, namely perceived usefulness (the extent to which the person thinks that using a specific system would improve his/her job performance) and perceived ease of use (the extent to which the person thinks that using a system would require little effort), are important factors in shaping a person's attitude towards the technology, which ultimately predict his/her behavioural intention to adopt and his/her actual use of the system.
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[bookmark: _Toc241239965]Figure 2: The Technology Acceptance Model (TAM) — pathways to adaptability and anxiety (Source: author)
Within the scope of this study, TAM serves as a lens to examine the cognitive and affective reactions of UK retail workers (specifically anxiety) and their adaptive behaviours following the introduction of digital tools as part of a digital transformation. Employees who feel that new digital systems are useful and easy to use are hypothesised to use them more readily, demonstrate greater digital learning agility, and report lower levels of technostress (Athoullah and Iriani, 2026). In contrast, if employees feel that new systems are harder to use, or do not help them perform better, they may be less likely to adopt them, may have lower adaptive confidence, and feel more anxious (Kaur and Ferreira-Sutherland, 2024). Some researchers have adapted TAM to include technostress-related variables (Tarafdar et al., 2019; Shu et al., 2011) and have found that perceived ease of use has negative relationships with techno-complexity and techno-overload. The original TAM does not consider contextual and/or organisational factors, including training quality or managerial support, which have an important impact on the acceptance of technology in an actual workplace. This limitation was partially overcome in subsequent extensions of TAM (TAM2 and TAM3) by including social influence and facilitating conditions.
[bookmark: _Toc240381709][bookmark: _Toc241239924]2.7.3 Technostress Theory
Technostress theory, which was initially developed by Brod (1984) and significantly elaborated by Tarafdar and his colleagues (2007, 2019), is a theory developed specifically for understanding the negative psychological effects of ICTs in the work environment. Tarafdar et al. (2007) identified five technostress creators as techno-overload, techno-invasion, techno-complexity, techno-insecurity, and techno-uncertainty and showed that these creators are linked to reduced levels of job satisfaction, organisational commitment, and productivity. Ragu-Nathan et al. (2008) later identified organisational mechanisms as technostress inhibitors, such as technical support, involvement in technology decision-making, literacy facilitation, and innovation support, which moderate the relationship between technostress creators and negative outcomes.
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[bookmark: _Toc241239966]Figure 3: Technostress theory framework (Source: author)
The present study is strongly related to technostress theory, as this theory directly tackles the mechanisms through which digital transformation creates anxiety-related outcomes for employees (Zhang et al., 2025c). Technostress creators align directly with the UK retail context, where multiple new digital systems were deployed without sufficient training and support (Deloitte, 2021). Technostress theory can also serve as a foundation for analysing the retail organisations' role in embedding technostress inhibitors to manage employees' negative reactions to digital transformation. The theory has limitations as it was mostly formulated and studied in white-collar and information worker environments, and may need to be modified for the context of retail work, where the use of digital tools is often initiated by the employer, not the employee (Mansuroğlu and Smith, 2026).
[bookmark: _Toc241239925][bookmark: _Toc240381710]2.8 Development of Research Hypotheses
A review of the literature in this chapter has shown that digital transformation can affect employees in many ways. Digital technologies can enhance access to information, work efficiency, learning, and employees' adaptability to new job demands (Hou and Wan, 2025). Conversely, fast technological evolution may lead to further job requirements, uncertainty, skill pressure, and technology-related anxiety. The Job Demands-Resources model, the Technology Acceptance Model, and technostress theory are thus used to inform the analysis of employee adaptability and job anxiety in relation to digital transformation.
Past research also indicates that attitudes towards technology and the organisational climate during the technology implementation process can affect attitudes towards digital change among employees. In particular, the variables of perceived usefulness, perceived ease of use and organisational support are of interest, as they can influence employees' willingness and ability to adapt and their experience of anxiety. Not all of these relationships are consistently established in the literature, so the hypotheses are presented mainly as statistically significant relationships and it is not assumed that every relationship will be positive or negative.
Accordingly, the following hypotheses are proposed:
H1: There is a significant relationship between perceived digital transformation and employee adaptability among employees in UK retail organisations.
H2: There is a significant relationship between perceived digital transformation and job anxiety among employees in UK retail organisations.
To examine the organisational and technology-related factors identified in Research Objective 4, the following hypotheses are proposed:
H3a: There is a significant relationship between perceived usefulness and employee adaptability among employees in UK retail organisations.
H3b: There is a significant relationship between perceived ease of use and employee adaptability among employees in UK retail organisations.
H3c: There is a significant relationship between organisational support and employee adaptability among employees in UK retail organisations.
H4a: There is a significant relationship between perceived usefulness and job anxiety among employees in UK retail organisations.
H4b: There is a significant relationship between perceived ease of use and job anxiety among employees in UK retail organisations.
H4c: There is a significant relationship between organisational support and job anxiety among employees in UK retail organisations.
[bookmark: _Toc241239926]2.9 Chapter Summary
The literature review of this chapter critically examines the existing literature on digital transformation, employee adaptability and job anxiety, highlighting points of agreement and disagreement. The review uncovers digital transformation in UK retail as a fast-paced multi-dimensional technological shift that creates new challenges and new opportunities for the workforce. Employee adaptability is a multidimensional construct that is shaped by both disposition and organisational support, and job anxiety in digital workplaces includes technostress, occupational insecurity and role uncertainty (Quoc, 2026). However, the work on the intersection of these phenomena has been sparse, especially in the UK retail context and from an employee-centred perspective. Three theoretical models, the JD-R model, the Technology Acceptance Model, and Technostress Theory, offer complementary lenses to examine these relationships. The next chapter reports on the approach to research that will be used to investigate these themes empirically.



[bookmark: _Toc240381711][bookmark: _Toc241239927]CHAPTER THREE: METHODOLOGY
[bookmark: _Toc240381712][bookmark: _Toc241239928]3.1 Introduction
The methodological approach followed in this chapter is explained and justified. The study is of a positivist, deductive and quantitative nature, with a cross-sectional online survey design to collect standardised numerical data from qualified retail employees. The chapter explains the reasons for methodological decisions, the research design, and the philosophical stance before detailing the questionnaire, the target population, sampling method and data collection. It then outlines the statistical methods employed to analyse the data in IBM SPSS Statistics (descriptive statistics, reliability analysis, Pearson correlation, multiple regression, bootstrap analysis, hypothesis testing, independent-samples t-tests) (Muzammil Ahmad Shah, 2024). Reliability and validity concerns, methodological limitations, and ethical procedures are also discussed in order to show the transparency and rigour of the research process.
[bookmark: _Toc240381713][bookmark: _Toc241239929]3.2 Research Rationale
Methods should reflect the objective of the study, not be selected because they are used routinely or because they are convenient (Saunders, Lewis and Thornhill, 2023). Given the goals of this study, the researcher must measure the perception of employees about digital transformation, their adaptability, and job anxiety in a sizeable sample and verify whether there are statistically significant correlations between the variables and the factors linked to organisational and technological aspects found in the conceptual framework. This type of research question requires statistical comparisons and analysis of numerical data, not just a few detailed accounts.
This selection of methodology is supported by similar studies in the workplace stress and job insecurity literature. A range of quantitative surveys have examined work stress and technological change/job insecurity across working populations and tested relationships between variables, as in the present study (Ghani et al., 2022). The quantitative type of design is also in line with the theoretical basis of this research because, in the existing literature, the Job Demands-Resources model and Technology Acceptance Model are both usually measured by structured, scaled survey items instead of open-ended discussion (Bakker and Demerouti, 2007; Davis, 1989). Therefore, a quantitative survey-based research method is regarded as the most suitable method to achieve the aims of this study.
It is good to be specific about why a qualitative or mixed-methods design was not selected, as these options are frequently used (Amila NKK Gamage, 2025). A qualitative design, with interviews or focus groups, would have yielded more in-depth information on the individual experiences of digital change within the organisation but would not have enabled a group size large enough to test the statistical relationships specified in the research aims. A mixed-methods design (that is, both) was also looked at but was rejected for practical reasons (Dawadi, Shrestha and Giri, 2021). It would have taken longer to do and more resources to be able to do for a Master's dissertation, and the guidance for this module states that students should choose one approach, and only one approach, that is clearly justified. With the central research questions being about measurable relationships within the population of retail employees, a mono-method quantitative design seems most defensible and feasible.
[bookmark: _Toc240381714][bookmark: _Toc241239930]3.3 Research Design
The overall design of this study can be explained by applying the “research onion” developed by Saunders, Lewis and Thornhill (2023). The research onion is a model that depicts the research process as a series of concentric circles starting with the philosophical stance of the researcher, then the approach to theory, the methodological choice, the research strategy and the time frame, and finally the methods and procedures for collecting and analysing data (Dissanayake, 2023). Doing this is helpful as it makes the design seem logical, with each decision leading to the next. Figure 4 illustrates how the onion applies to this study.
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[bookmark: _Toc241239967]Figure 4:  The research onion applied to this study (Source: adapted from Saunders, Lewis and Thornhill, 2023)
According to Figure 4, this study is conducted in a positivist philosophy, deductive theory development, mono method (quantitative method), survey method, cross-sectional time horizon, online, self-administered questionnaire method, and statistical analysis method based on SPSS. These layers are explained and justified below.
[bookmark: _Toc240381715][bookmark: _Toc241239931]3.4 Research Paradigm/Philosophy
The research approach used in this study is positivist. Positivism is the belief that reality exists outside of the researcher and that knowledge is developed by testing theory against measurable and quantifiable evidence (Saunders, Lewis and Thornhill, 2023). A positivist stance involves a desire for the researcher to be separate from the people and data involved, a preference for highly structured data collection methods, and reliance on data that can be processed statistically and not interpreted subjectively (Khanday et al., 2024).
For several reasons, this philosophy is suitable for the current study. First, the research goals are stated as testable relationships between variables (digital transformation exposure, adaptability and job anxiety), not as an effort to understand the deeper personal meaning that individual employees assign to digital change (Mahardini et al., 2024). Secondly, the study relies on structured items based on a Likert scale where the responses are fixed, indicating a positivist approach to standardised measurement and consistency across a large sample (Joshi et al., 2021). Thirdly, the study tests theoretically derived hypotheses regarding the statistical relationship between perceived digital transformation and organisational and technology perceptions and employee adaptability and job anxiety, which is consistent with the hypothesis-testing approach of positivist research.
A philosophy of interpretation was considered and rejected for this study. Research that is characteristic of a tradition of interpretivism usually uses small numbers, qualitative techniques (including semi-structured interviewing) and rich description rather than statistical generalisation because it assumes that social reality is constructed through the meanings that people give to their experiences (Dudovskiy, 2025). An interpretivist approach would enable the researcher to tell the stories of a few retail workers who are personally affected by the change to digital, but the researcher could not test relationships between variables across a broader population, which is critical to the aim of this study (Lucarelli et al., 2023). Hence, the philosophical approach adopted for this research is considered to be positivism.
[bookmark: _Toc240381716][bookmark: _Toc241239932]3.5 Data Collection
The present study employed a deductive method, and the instrument was developed from theory and the constructs used in earlier studies, instead of by means of open-ended exploration. The deductive method starts with existing theory, formulates a measurable research question or set of hypotheses based on that theory and then gathers data to test the hypotheses (Saunders, Lewis and Thornhill, 2023). The Job Demands-Resources model, the Technology Acceptance Model and the technostress literature discussed in Chapter Two guided the content and categorisation of the questionnaire items before collecting any data in this study.
A single, self-administered, structured, online questionnaire was used to gather the data (full questionnaire in Appendix A). The questionnaire is broken down into three sections. The four screening questions in Section A will ensure that respondents are aged 18 or over, working or recently worked in a UK retail organisation in the past 12 months, have experienced digital workplace change and are willing to participate in the survey; those who answer “No” to any of the screening questions will be redirected to exit the survey. Section B gathers information on the demographic and employment characteristics such as age group, gender, latest or most recent retail job, employment status, length of time in retail, and retail organisation type. The main items on the Likert scale are included in Section C and organised into six constructs: perceived digital transformation, perceived usefulness, perceived ease of use, organisational support, employee adaptability and job anxiety. There are 5 points on the scale which are “strongly disagree”, “disagree”, “neutral”, “agree”, and “strongly agree.” The following Google Forms link was used to distribute and collect responses from eligible participants:
https://docs.google.com/forms/d/e/1FAIpQLSeeMnRQAxPJp2ymglm9Zh-7n6uVLpWTTdjnU-voFgcm2nv_cQ/viewform?usp=header
Adaptability, usefulness and ease-of-use items were informed by the Technology Acceptance Model (Tarafdar et al., 2019; Davis, 1989) and the items for job anxiety came from the technostress literature (Tarafdar et al., 2019). The use of pre-developed constructs in this way (as opposed to writing new items) helps to support the content validity of the questionnaire, as discussed further in section 3.8. A pilot test was conducted with a small sample of respondents who fulfilled the eligibility criteria, to ensure the wording of each item on the questionnaire was clear, that the questionnaire was not too long, and that there were no confusing or repetitive items. The items that were unclear in the pilot were amended prior to the main data collection.
[bookmark: _Toc240381717][bookmark: _Toc241239933]3.6 Population and Sample
The intended audience of the study is employees within UK retail organisations who have been through some form of digital transformation or digital workplace change in their organisation. The study is not specific to one retail sub-sector; it looks at employee experience in UK retail organisations as a whole, as the research questions are not about specific retail sectors but about employees' exposure to digital change. Employees who work directly with customers at retail outlets, sales assistants, those who work in the warehouse or stockroom, supervisors/team leaders, and middle managers can therefore be eligible participants if they have first-hand experience with digital tools or digital process changes in their retail workplace.
A purposive sampling technique is employed as the study aims to gather respondents who have experienced digital transformation first-hand in their work environment and can offer their perspectives on the topic, as opposed to a random sample of the general population (Memon et al., 2024). By purposive sampling, the researcher is able to select people who possess this eligibility, and by the screening questions in Section A of the questionnaire, eligibility is tested in practice. In addition to purposive sampling, snowball sampling was used to broaden sampling and ensure that respondents were not excluded from the sample because of their initial response and organisational gatekeepers, who may provide the survey link to other eligible retail workers. Zickar and Keith (2023) state that non-probability sampling methods like purposive and snowball sampling are common in organisational research settings where the sampling frame is not fully known, provided that there are screening questions for data protection that maintain data quality, which this study complies with.
A minimum of 150 usable responses was the desired sample size. A total of 163 answers were received. After eligibility screening, five responses were removed, leaving 158 eligible respondents for analysis. The actual sample size exceeded the intended size for the analyses to be reported in Chapter Four, which were descriptive, correlational, regression and group-comparison analyses. Recruitment was done via professional networks, online groups and organisational contacts. Participation was voluntary and anonymous, and no organisation or individual is identified in the findings.
[bookmark: _Toc240381718][bookmark: _Toc241239934]3.7 Data and Analysis
After finalisation of data collection, the data were exported from Google Forms to Microsoft Excel for the initial data preparation. Responses were checked, and the variables were coded in Excel for statistical analysis (Kumar, 2024). All screening responses were coded as binary, all demographic variables were numerically coded by category, and the Likert-scale questionnaire items were coded from 1 = Strongly Disagree to 5 = Strongly Agree. The coded Excel data were then imported into IBM SPSS Statistics for screening, transformation and statistical analysis.
Eligibility screening was done prior to substantive analysis (Frampton, Livoreil and Petrokofsky, 2017). Each respondent was considered eligible for inclusion if he/she met the screening criteria detailed in section A of the questionnaire. A total of 163 responses were received, of which five were not eligible due to the criteria and were excluded from the analytical sample, leaving 158 respondents who met the eligibility criteria. Only those cases eligible for the following statistical analyses were included.
Each item on the individual questionnaires was then reviewed following the screening, and the internal consistency of each multi-item scale was evaluated using Cronbach's alpha (Adamson and Prion, 2023). After satisfactory reliability was achieved, composite variables were created in SPSS by Transform > Compute Variable. The mean scores for perceived digital transformation, perceived usefulness, perceived ease of use, organisational support, employee adaptability and job anxiety were computed. Multiple questionnaire items used to measure each construct were aggregated to a composite mean score for each construct, using composite mean scores. The six constructs showed good internal consistency, as confirmed by Chapter Four, and composite mean scores were computed.
The statistical analysis was then carried out in a few steps. The demographic profile of the respondents was described in terms of frequencies and percentages, and means, standard deviations, minimum and maximum values, skewness and kurtosis were examined in the six composite variables. Second, Pearson correlation analysis was performed to measure the strength and direction of the bivariate relationships between perceived digital transformation, perceived usefulness, perceived ease of use, organisational support, employee adaptability and job anxiety.
Thirdly, two multiple linear regression models were estimated. The adaptability of employees was the dependent variable in Model A, and job anxiety was the dependent variable in Model B. The perceived digital transformation, perceived usefulness, perceived ease of use and organisational support were included as predictors simultaneously. The assumptions of the regression models were evaluated using collinearity statistics and residual diagnostics. As a robustness check, 2,000 sample bias-corrected and accelerated (BCa) bootstrap confidence intervals were also computed, as the distributions and residuals were found to deviate from normality.
The Pearson correlation tests were used to test the relationship hypotheses of Chapter Two, and the regression models were used to determine if each predictor had a unique relationship with the outcome when all other predictors were included in the regression model at the same time. An independent-samples t-test was then performed to determine the differences between full-time and part-time permanent employees for each of the six composite variables.

[bookmark: _Toc240381719][bookmark: _Toc241239935]3.8 Reliability and Validity
Reliability is the consistency of a measurement (Andersson, Boateng and Abos, 2024). For this study, two approaches were taken to reliability. First, the questionnaire items for each construct were selected from, or modified from, already existing, theoretically sound questionnaires, rather than being newly constructed. Second, Cronbach's alpha was computed for each scale. A common rule of thumb is that alpha of 0.70 or higher is acceptable and is regarded as showing internal consistency, but this should be interpreted with caution, as the number of items comprising the scale can influence alpha (Zakariya, 2022). All six scales were above this threshold, as reported in Chapter Four.
Validity is concerned with whether the questionnaire measures what it tries to measure (Dalowar Hossan et al., 2025). Content validity is strengthened by identifying each construct as having been derived from theory or previous research instead of from the researcher's own untested assumptions (Roebianto et al., 2023).
[bookmark: _Toc240381720][bookmark: _Toc241239936]3.9 Limitations of the Research
There are some limitations to acknowledge in this research. Firstly, the study is based on self-reported perceptions of employees rather than objective measures, which could be influenced by social desirability and/or personal differences in how the scale is interpreted (Bucoy, 2026). Secondly, the cross-sectional design implies the data were gathered at a single moment in time, so the study is limited in its ability to demonstrate that digital transformation leads to changes in adaptability or anxiety. Thirdly, the non-probability sampling (purposive, snowball) will not ensure that the sample is statistically representative of all UK retail employees (Ting et al., 2025). Fourthly, sending out surveys online could underrepresent some people who may have less access to or confidence in online technology. In Chapter Five, these restrictions are re-examined in the context of the results.
[bookmark: _Toc240381721][bookmark: _Toc241239937]3.10 Research Ethics
This study was conceived in a way that complied with the University's Research Ethics and Integrity Code of Practice, and ethical approval was granted before any data was collected (see Appendix B, Ethics Form). Participation was voluntary, and the respondents took part after being told the purpose of the study in the questionnaire (Marshall et al., 2006). No names, employers' names, e-mail addresses, phone numbers, staff numbers, or other identifiers were obtained, and all responses were anonymous. No identifying information was gathered, and respondents could close the questionnaire prior to submission, but individual responses could not be withdrawn after submission (Hoft, 2021). All data were securely maintained in password-protected University cloud storage and did not pass through to any third party. Findings are presented only in general terms, so as to not identify individual respondents or organisations.

[bookmark: _Toc241239938]3.11 Chapter Summary
The methodology used in this chapter to explore the relationships between perceived digital transformation, employee adaptability and job anxiety in UK retail organisations has been explained and justified. The research philosophy adopted was a positivist and deductive approach, and the method used was a quantitative, cross-sectional survey. Eligible UK retail employees were identified through purposive and snowball sampling, and a final analytical sample of 158 employees was obtained after eligibility screening. A structured online questionnaire was administered, using previously known theoretical frameworks, and analysed using IBM SPSS Statistics software. Descriptive statistics, reliability testing, Pearson correlations, multiple regression, BCa bootstrap confidence intervals, and hypothesis tests and independent-samples t-tests were all conducted. Reliability, validity, methodological limitations and ethical safeguards were also taken into account. The next chapter provides empirical results derived from these analytical methods.



[bookmark: _Toc240381722][bookmark: _Toc241239939]CHAPTER FOUR: DATA ANALYSIS AND FINDINGS
The quantitative analysis results are presented here. It starts with the data screening section and the demographic profile of the respondents, after which the reliability of the six scales of measurement is assessed. Descriptive statistics and Pearson correlations are then presented before the two multiple regression models used to explore employee adaptability and job anxiety. Regression assumptions and bootstrap results are also considered. This is followed by a comparison between full-time workers and part-time workers and formal assessment of the research hypotheses. The chapter ends with a summary of key findings. The final sample of 158 eligible respondents was used for all analyses in IBM SPSS Statistics.
[bookmark: _Toc240381723][bookmark: _Toc241239940]4.1 Data Screening and Response Profile
The online questionnaire received 163 responses. Responses were pre-screened for eligibility using the eligibility criteria found in Part A of the survey prior to analysis. Five responses were not considered eligible and were not used in the statistical analysis. This yielded a final analytical sample of 158 eligible respondents. The SPSS output confirmed that there were no missing values for the cases used in the principal analyses for the demographic variables.
Table 4.1: Data screening funnel
	[bookmark: _Toc240381724]Stage
	Responses

	Total responses received
	163

	Responses excluded after eligibility screening
	5

	Final eligible sample
	158



[bookmark: _Toc241239941]4.2 Demographic Profile of Respondents
Table 4.2 summarises the demographic characteristics of the 158 respondents. The sample was skewed toward the younger age group of 18- 44 years old. Respondents aged 25–34 formed the largest group (41.8%), followed by those aged 35–44 (28.5%) and 18–24 (22.8%). There was a significantly larger number of male respondents (91.1%) than female respondents (8.9%). The results may not be generally applicable due to the disproportionate number of male children in the study.
The primary occupation represented was sales assistants (44.3%), and the second was warehouse or stockroom workers (32.9%). The largest employment status group was part-time permanent workers (48.1%), and a quarter (26.6%) were full-time permanent workers. The figure of 56.3% with 6 months to 1 year of retail experience was more than half of the respondents. Two of the retail sectors with the highest representation were fashion/clothing/footwear (39.9%) and electronics/technology (36.7%).
Table 4.2: Demographic profile of respondents (N = 158)
	Variable
	Category
	n
	%

	Age group
	18–24
	36
	22.8

	
	25–34
	66
	41.8

	
	35–44
	45
	28.5

	
	45–54
	10
	6.3

	
	55 or above
	1
	0.6

	Gender
	Female
	14
	8.9

	
	Male
	144
	91.1

	Role
	Frontline/customer-facing
	12
	7.6

	
	Sales assistant
	70
	44.3

	
	Warehouse/stockroom
	52
	32.9

	
	Supervisor/team leader
	17
	10.8

	
	Middle manager or above
	5
	3.2

	
	Other retail role
	2
	1.3

	Employment status
	Full-time, permanent
	42
	26.6

	
	Part-time, permanent
	76
	48.1

	
	Temporary/seasonal/fixed-term
	35
	22.2

	
	Zero-hours/casual
	5
	3.2

	Experience
	Less than 6 months
	12
	7.6

	
	6 months to <1 year
	89
	56.3

	
	1–3 years
	45
	28.5

	
	4–6 years
	8
	5.1

	
	7 years or more
	4
	2.5

	Retail sector
	Supermarket/grocery
	11
	7.0

	
	Fashion/clothing/footwear
	63
	39.9

	
	Electronics/technology
	58
	36.7

	
	Health/beauty/pharmacy
	13
	8.2

	
	Home/furniture/DIY
	9
	5.7

	
	Other retail sector
	4
	2.5
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[bookmark: _Toc241239968]Figure 5: Age group of respondents
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[bookmark: _Toc241239969]Figure 6: Gender Distribution
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[bookmark: _Toc241239970]Figure 7: Current or most recent retail role
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[bookmark: _Toc241239971]Figure 8: Employment status
[image: ]
[bookmark: _Toc241239972]Figure 9: Length of experience in retail work
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[bookmark: _Toc241239973]Figure 10: Sector Distribution
Respondents were also asked about the average number of days they used digital tools or systems in their retail jobs each week (Figure 07). Digital exposure was not insignificant: 25.9% used digital systems 5 days a week, 15.2% 6 days and 24.1% daily. Combined, 65.2% reported using digital systems at least five days a week, suggesting digital technologies were a normal part of working for most respondents. Less than 1.3% said they didn't use any digital systems in a typical week.
[image: ]
[bookmark: _Toc241239974]Figure 11: Days per week using digital tools or systems
These are especially relevant for the first research objective, as it appears that study participants were not experiencing digital transformation in a sporadic manner but rather on a regular basis in relation to digital workplace technology.
[bookmark: _Toc240381725][bookmark: _Toc241239942]4.3 Reliability of the Measurement Scales
Cronbach's alpha was used to determine internal consistency of the questionnaire items prior to formation of composite scores. An alpha value of around .70 or higher is usually acceptable, but shouldn't be taken as an absolute threshold (Zakariya, 2022). Table 4.3 shows that all six measurement scales had an internal consistency above 90%. Cronbach alphas were between .857 and .913; this is well above the generally accepted threshold. The organisational support scale was the most reliable (α = .913), followed closely by the perceived ease of use scale (α = .910), employee adaptability scale (α = .909) and the job anxiety scale (α = .906).
Table 4.3: Reliability of the six scales (N = 158)
	[bookmark: _Toc240381726]Scale
	Items
	Cronbach's alpha

	Perceived Digital Transformation
	4
	.866

	Perceived Usefulness
	3
	.857

	Perceived Ease of Use
	3
	.910

	Organisational Support
	4
	.913

	Employee Adaptability
	5
	.909

	Job Anxiety
	5
	.906



Results showed that the scores on each item used within a construct were sufficiently consistent for composite mean scores for each of these constructs to be calculated and used in subsequent analyses.
[bookmark: _Toc241239943]4.4 Descriptive Statistics
Table 4.4 shows the descriptive statistics of the six composite variables. The mean scores for each of the constructs were high (4.28 to 4.42 on a five-point scale). Perceived usefulness recorded the highest mean (M = 4.42, SD = .58), followed by perceived ease of use (M = 4.37, SD = .65) and employee adaptability (M = 4.34, SD = .57). The perception of digital transformation was also high (M = 4.28, SD = .58), further evidence of which was that digital transformation was perceived as an intensive element of the respondents' retail activities. Job anxiety was similarly high (M = 4.29, SD = .63).
Table 4.4: Descriptive statistics for the composite scores (N = 158)
	Scale
	Mean
	SD
	Min
	Max
	Skewness
	Kurtosis

	Perceived Digital Transformation
	4.28
	.58
	1.25
	5.00
	-3.244
	11.754

	Perceived Usefulness
	4.42
	.58
	1.67
	5.00
	-3.051
	10.269

	Perceived Ease of Use
	4.37
	.65
	1.00
	5.00
	-2.944
	9.986

	Organisational Support
	4.28
	.59
	1.00
	5.00
	-3.405
	13.495

	Employee Adaptability
	4.34
	.57
	1.60
	5.00
	-2.795
	8.584

	Job Anxiety
	4.29
	.63
	1.60
	5.00
	-2.379
	5.673


One interesting aspect is that the respondents' adaptability and job anxiety levels were both high. So, there seemed to be some ability on the part of staff to embrace the digital transformation of the workplace as well as a high level of apprehension about it. It is important to interpret these as two independent employee reactions and not expect a high degree of adaptability to mean a low degree of anxiety.
Responses were not normally distributed but were highly negatively skewed and positively kurtoses for all six variables. This distributional characteristic was thus taken into account in the interpretation of the later parametric analyses and the regression analysis was additionally tested for robustness by the use of bootstrap confidence intervals.
[bookmark: _Toc240381727][bookmark: _Toc241239944]4.5 Correlation Analysis
Pearson correlation was applied to test the direction and magnitude of the relationship between the variables of the study. The correlation between all pairs of variables were positive and significant with p < .001. The perceived digital transformation (r = .747), perceived usefulness (r = .764), perceived ease of use (r = .857) and organisational support (r = .913) were all positively related to employee adaptability. So, organisational support was the strongest association with adaptability.
Perceived digital transformation (r = .690), perceived usefulness (r = .636), perceived ease of use (r = .782) and organisational support (r = .762) were also positively correlated with job anxiety. Perceived ease of use and organisational support were the strongest bivariate relationships with job anxiety. Importantly, these positive bivariate relationships do not necessarily mean that either variable positively contributes separately in the regression model to the other variable when the overlap between them is controlled.
Table 4.5: Pearson correlations between the composite scores (N = 158)
	Variable
	DT
	PU
	PEOU
	OS
	EA
	JA

	DT
	1
	
	
	
	
	

	PU
	.844**
	1
	
	
	
	

	PEOU
	.722**
	.834**
	1
	
	
	

	OS
	.765**
	.791**
	.920**
	1
	
	

	EA
	.747**
	.764**
	.857**
	.913**
	1
	

	JA
	.690**
	.636**
	.782**
	.762**
	.841**
	1



Note. **p < .01, two-tailed; all reported correlations had p < .001. DT = Perceived Digital Transformation; PU = Perceived Usefulness; PEOU = Perceived Ease of Use; OS = Organisational Support; EA = Employee Adaptability; JA = Job Anxiety.
This was especially true for the correlation between perceived ease of use and organisational support (r = .920), suggesting that there was significant overlap between these predictors. This was also explored further in the collinearity diagnostics of the regression analysis.
[bookmark: _Toc240381728][bookmark: _Toc241239945]4.6 Multiple Regression Analysis
A total of two multiple linear regression models were run. The purpose of Model A was to test if perceived digital transformation, perceived usefulness and perceived ease of use and organisation support predicted employee adaptability. In Model B, the same predictors were used to predict job anxiety. All predictors were entered together (simultaneous entry).

Model A: Employee Adaptability
Model A was statistically significant, F(4, 153) = 202.379, p < .001, with R² = .841 and adjusted R² = .837. The four predictors thus accounted for 84.1% of the variance in employee adaptability. There was no strong evidence of problematic residual autocorrelation since the Durbin-Watson statistic was 2.188.
When all predictors were considered together, organisational support was the only predictor that was statistically significant (B = .715, β = .738, t = 8.206, p < .001) for employee adaptability. After controlling for the shared variance among the predictors, perceived digital transformation (β = .101, p = .123), perceived usefulness (β = .022, p = .775) and perceived ease of use (β = .088, p = .359) were not significant. The unique contribution of perceived usefulness to adaptability was the weakest (β = .022).
Table 4.6: Regression Model A predicting Employee Adaptability
	Predictor
	B
	SE
	β
	t
	p
	VIF

	Constant
	.432
	.149
	—
	2.900
	.004
	—

	Perceived Digital Transformation
	.099
	.064
	.101
	1.550
	.123
	4.112

	Perceived Usefulness
	.022
	.075
	.022
	.287
	.775
	5.636

	Organisational Support
	.715
	.087
	.738
	8.206
	<.001
	7.778

	Perceived Ease of Use
	.076
	.083
	.088
	.919
	.359
	8.733


Note. R² = .841; Adjusted R² = .837; F(4, 153) = 202.379, p < .001.
Table 4.7: BCa Bootstrap Summary for Model A Predicting Employee Adaptability
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Also, a 2,000-sample BCa bootstrap was performed since the residual distributions were not normal (Efron and Narasimhan, 2020). The 95% Bootstrap confidence interval for organisational support did not include zero values (BCa 95% CI [.217, 1.060]), while the 95% Bootstrap confidence interval values for perceived digital transformation, perceived usefulness and perceived ease of use included zero values. Thus, the bootstrap results confirmed the conclusion that the only strong unique predictor of adaptability was organisational support.
Model B: Job Anxiety
Model B was also statistically significant, F(4, 153) = 80.707, p < .001, with R² = .678 and adjusted R² = .670. As such, the predictors accounted for 67.8% of the variance in job anxiety. The Durbin-Watson statistic was 1.694, a value that was fairly close to 2.
Job anxiety was a significant positive predictor of perceived digital transformation (B = .507, β = .471, p < .001), which indicates that higher perceived digital transformation levels are associated with higher job anxiety levels after controlling for the other predictors. Another significant positive coefficient was perceived ease of use (B = .735, β = .764, p < .001). Perceived usefulness was, on the other hand, significantly negatively associated with anxiety, with a unique B of -.461, a β of -.427, and a p value of less than .001. The weakest contribution was from organisational support, with a B = .039, β = .036 and p = .776 value that wasn't significant.
Table 4.8: Regression Model B predicting Job Anxiety
	Predictor
	B
	SE
	β
	t
	p
	VIF

	Constant
	.774
	.233
	—
	3.314
	.001
	—

	Perceived Digital Transformation
	.507
	.100
	.471
	5.066
	<.001
	4.112

	Perceived Usefulness
	-.461
	.118
	-.427
	-3.920
	<.001
	5.636

	Organisational Support
	.039
	.136
	.036
	.285
	.776
	7.778

	Perceived Ease of Use
	.735
	.130
	.764
	5.639
	<.001
	8.733


Note. R² = .678; Adjusted R² = .670; F(4, 153) = 80.707, p < .001.
Table 4.9: Regression Model B predicting Job Anxiety
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The findings from the BCa bootstrap were similar in substance to the ones found earlier. Perceived digital transformation [.167, 1.135] and perceived usefulness [-.983, -.204] 95% bootstrap intervals did not contain zero, but the interval for organisational support [-.873, .703] did.
The regression coefficients should be interpreted with care, though. The correlations between the perceived ease of use and organisational support were very high (r = .920), and the VIF values were high (8.733 and 7.778, respectively). This means that there is a high level of multicollinearity and that the effects they have independently may not be precisely determined. Bootstrapping gives increased robustness to non-normal sampling distributions, but it does not eliminate multicollinearity.
There were also clear deviations from normality in the residual plots and a few very large standardised residuals. The standardised residuals for Model A ranged from -7.422 to 2.977, and for Model B were between -6.673 and 2.913. Overall, the models give good evidence of relationships, though the individual coefficients, especially for the closely related predictors, should be viewed with caution.
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[bookmark: _Toc241239975]Figure 12: Histogram of standardised residuals (Model A: Adaptability)
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[bookmark: _Toc241239976]Figure 13: Normal P-P plot of residuals (Model A: Adaptability)
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[bookmark: _Toc241239977]Figure 14: Scatterplot of residuals (Model A: Adaptability)
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[bookmark: _Toc241239978]Figure 15: Histogram of standardised residuals (Model B: Job Anxiety)
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[bookmark: _Toc241239979]Figure 16: Normal P-P plot of residuals (Model B: Job Anxiety)
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[bookmark: _Toc241239980]Figure 17: Scatterplot of residuals (Model B: Job Anxiety)
[bookmark: _Toc240381729][bookmark: _Toc241239946]4.7 Group Comparison: Full-time versus Part-time Staff
Using an independent-samples t-test, the full-time permanent employees (n = 42) were compared to part-time permanent employees (n = 76) on each of the six composite variables. There were no significant differences between the two employment groups in terms of mean scores on any of the constructs.
Table 4.10: Independent-samples t-test, full-time (n = 42) vs part-time (n = 76)
	[bookmark: _Toc240381730]Scale
	Full-time M (SD)
	Part-time M (SD)
	t (df)
	p

	Perceived Digital Transformation
	4.29 (.55)
	4.33 (.47)
	-.450 (116)
	.654

	Perceived Usefulness
	4.44 (.57)
	4.48 (.40)
	-.509 (116)
	.611

	Perceived Ease of Use
	4.43 (.65)
	4.46 (.40)
	-.329 (116)
	.743

	Organisational Support
	4.32 (.53)
	4.37 (.28)
	-.568 (54.19)
	.573

	Employee Adaptability
	4.40 (.50)
	4.42 (.35)
	-.328 (116)
	.744

	Job Anxiety
	4.37 (.53)
	4.36 (.48)
	.141 (116)
	.888



No significant differences were found between full-time and part-time workers in terms of the six variables. Levene's test of unequal variances was significant (p = .005) and a result was used; this remained non-significant, t(54.19) = -.568, p = .573. The equal-variances results were used for all other variables in this study, which yielded insignificant results in Levene's tests.
The results thus do not show that there is a significant difference in perceptions of digital transformation, organizational support, adaptability or job anxiety between people who have obtained a permanent position and those who have not – and not even between full-time and part-time employees.
[bookmark: _Toc241239947]4.8 Hypothesis Testing
The Pearson correlation results were used mainly to test the hypotheses regarding the relationships between central study variables, and the regression models were used to determine if the predictors were able to describe the variables in a unique way when examined together. This is significant because a strong bivariate relationship does not necessarily yield a strong unique regression effect when there is significant overlap between predictors.
Table 4.11: Summary of hypothesis testing
	Hypothesis
	Relationship tested
	Result
	Decision

	H1
	Perceived digital transformation ↔ Employee adaptability
	r = .747, p < .001
	Supported

	H2
	Perceived digital transformation ↔ Job anxiety
	r = .690, p < .001
	Supported

	H3a
	Perceived usefulness ↔ Employee adaptability
	r = .764, p < .001
	Supported

	H3b
	Perceived ease of use ↔ Employee adaptability
	r = .857, p < .001
	Supported

	H3c
	Organisational support ↔ Employee adaptability
	r = .913, p < .001
	Supported

	H4a
	Perceived usefulness ↔ Job anxiety
	r = .636, p < .001
	Supported

	H4b
	Perceived ease of use ↔ Job anxiety
	r = .782, p < .001
	Supported

	H4c
	Organisational support ↔ Job anxiety
	r = .762, p < .001
	Supported



At the bivariate level, all eight of the relationship hypotheses were thus confirmed (Tessler, 2022). The regression results, however, gave a more nuanced view. Organisational support was the only significant unique predictor of adaptability, and perceived usefulness made the least significant contribution (p = .775). Items of job anxiety, perceived digital transformation, and perceived ease of use had significant positive unique coefficients, while perceived usefulness was significant negative unique coefficient and organisational support was least significant (p = .776).
This is a distinction to be noted between correlation and regression. For instance, at the bivariate level, perceived usefulness had a positive correlation with job anxiety (r = .636), but at multivariance level it became negative (β = -.427). Because of the high correlation between the predictors, the regression coefficient reflects the unique contribution of perceived usefulness when the other predictors have been controlled for and should not be viewed as conflicting with the results of the correlation.
[bookmark: _Toc241239948]4.9 Summary of Findings
There were a number of clear findings from the analysis. Firstly, the internal consistency of all six scales was good, ranging from Cronbach's alpha of .857 to .913. The perceived digital transformation, perceived usefulness, perceived ease of use, organisation support, employee adaptability and job anxiety were reported as high. Digital technology was also used in the context of daily working life: 65.2% of the respondents reported using digital systems 5 or more days a week. These results directly answer the first research goal by showing a high perceived intensity and frequency of exposure to the digital workplace.
Second, the perceived digital transformation was highly positively correlated with employee adaptability (r = .747, p < .001). The relationships between perceived usefulness, perceived ease of use and organisational support and adaptability were also positive, with the strongest correlation being between organisational support and adaptability (r = .913). Model A accounted for 84.1% of the variance in adaptability, but the unique predictor of adaptability was organisational support (β = .738, p < .001). This suggests that the positive relationship between digital transformation and adaptability needs to be interpreted independently from the strong effect of workplace support.
Third, perceived digital transformation was positively correlated with job anxiety (r = .690, p < .001), which directly answered the third research objective. At the bivariate level, there were also significant relationships between perceived usefulness (r = .636), perceived ease of use (r = .782) and organisational support (r = .762) and anxiety. Model B accounted for 67.8% of the variance in job anxiety. Perceived digital transformation and perceived ease of use showed significant positive unique predictors, while perceived usefulness had a significant negative unique coefficient. People who reported that anxiety was least impacted by the unique contribution from organisational support were those who did not report any. These results indicate that the positive relationship between digital transformation and anxiety is not the same as the positive relationship between digital transformation and adaptability; it is possible to adapt successfully and feel anxious.
Lastly, there was no significant difference between the full-time and part-time permanent workers on any of the six study variables. All of the proposed bivariate relationships were supported by the hypothesis tests, except for some relationships that were not independently significant in the regression results after some predictors were controlled for the great overlap among them. Individual regression coefficients have to be interpreted with caution because of the high skew, residuals that are not normally distributed and a high degree of predictor overlap, and the BCa bootstrap analysis gives further support to the main results of the regression analysis.
[bookmark: _Toc241239949]4.10 Discussion of Findings
The findings answer the primary research objective: Finding out whether the perceived digital transformation in the UK retail sector is correlated with employee adaptability and job anxiety. This double perspective on the digitalisation process contradicts the unidirectional view on digitalisation as positive or negative. Digital transformation was a source of resources, such as efficiency, and a source of demands, such as cognitive load, role uncertainty, and being under pressure to learn new systems, in Chapter Two. The present results showed that tension: adaptability was high (M = 4.34) as was job anxiety (M = 4.29). It appeared that the psychological stress was not hindering employees' ability to adjust. This reflects the aim of the study to examine these two employee outcomes together rather than one at a time.
RO1 concentrated on the nature of digital transformation and the sense of the level of digital transformation. The perceived score of digital transformation was high (M = 4.28) and digital systems were used on a regular basis, indicating that digital change was part of everyday work. It mirrors the body of literature on UK retail, which has noted that self-service technologies, AI inventory systems, omnichannel platforms and workforce scheduling and digital communication tools are increasingly shaping the industry. Intensity is, however, better captured by the survey than by the prevalence of technology types. The first research question is best answered in terms of intensity and not the most dominant technology.
RO2 investigated how perceptions of digital transformation relate to adaptability of the employees. The result of the strong positive correlation (r = .747, p < .001) verifies H1 and supports Park and Park (2021) findings that digital learning agility is a key competency, as well as Schwarzmüller et al. (2018) who state that digital change can "play a role in adaptive performance". Model A explained 84.1% of the variance in adaptability, and only organisational support was a significant unique predictor (β = .738, p < .001). After controlling for shared variance, perceived digital transformation, perceived usefulness and perceived ease of use were not significant.
This is very similar to the Job Demands-Resources model. When resources are adequate, employees will better be able to manage challenging work (JD-R) (Lesener, Gusy and Wolter, 2019). What is now emerging as the key resource for successful exposure to digital is organisational support. This is in keeping with Noe et al. (2014) who cite training and supervisory support as important factors in technological change, but less on individual dispositions. However, self-efficacy and openness were not measured and these alternative explanations could not be ruled out. As a result, the finding is directed at RO2 and also demonstrates that a statistically significant correlation does not necessarily mean that there is a predictive effect that is independent.
RO3 examined the stress associated with work. Perceived digital transformation showed a significant positive correlation with anxiety (r = .690, p < .001) in both the correlated (model A) and model B (β = .471, p < .001) supporting model H2. This aligns with Technostress Theory particularly techno-overload, techno-insecurity and techno-uncertainty. While new technology is a good thing for the employees, they may be feeling pressured to always be learning, to have roles change or fear their job may be gone.
High adaptability and high anxiety are the most important factors. These findings support the ideas presented in Chapter Two that these outcomes are not mutually exclusive. Adaptive behaviour and technostress there are also together as reported by Schwarzmüller et al. (2018) and Park and Park (2021). This does not fit with the resource buffering model, which suggests that if adapting is successful, then anxiety should be eliminated. Staff can be competent but stressed.
The two outcomes were explored with regard to organizational support, perceived usefulness, and perceived ease of use. At bivariate level, all three variables were significantly correlated with adaptability and anxiety, thus supporting the H3a-H3c and H4a-H4c. However, the regression models showed different effects. Organisational support was the most important predictor of adaptability (β = .553, p < .001), and perceived usefulness was a strong negative predictor of anxiety (β = -.427, p < .001). This normally follows the lines of the Technology Acceptance Model which states that the more useful the technology is perceived to be, the better the responses will be from the employees who see the usefulness. Among the factors that affect employees' response to technology, TAM specifically focuses on perceived usefulness and perceived ease of use.
Theoretically, the ease-of-use was more of a problem. The anxiety coefficient was also positive (β = .764, p < .001), which is contrary to the expectations of TAM that the easier system would reduce the resistance and strain. However, there was a very high level of correlation between perceived ease of use and organisational support (r = .920), which indicates that there is significant multicollinearity. So, don't assume that because it's easy to use, it's giving rise to anxiety. Rather, it shows the effect of very similar perceptions is difficult to statistically extract. The BCa bootstrap confirmed the pattern of the coefficient but failed to remove multicollinearity.
The results for the six variables did not differ significantly between full-time and part-time. This suggests that employment was not an important determinant in this sample. However, when results are not significant it does not necessarily mean equivalence, as other factors beyond contractual hours such as organisational context, training quality, digital skills and technological change influence the results in greater measure (Lu, 2024).
Overall, the research question is answered using the lens of a demand-resource approach to the concept of digital transformation. There was a positive correlation between adaptability and digital transformation, and organisational support was considered to be the primary factor for successful adaptability. On the other hand, anxiety is positively related to digital transformation, further endorsing the technostress perspective. It is easy to use outcome shows the restriction of the perception of technology from the context of an organisation and this explains TAM. These three theories in total provide a more complete explanation than any of the theories alone and complement the employee-centred gap identified in Chapter Two.



[bookmark: _Toc240381731][bookmark: _Toc241239950]CHAPTER FIVE: CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc240381732][bookmark: _Toc241239951]5.1 Introduction
The results of the study are summarized and the theories and applications for them are discussed. The study aimed to investigate the association between the perceived digital transformation and employee adaptability and job anxiety in the retail industry in the United Kingdom. The investigation had five research objectives and related research questions: What is the intensity of digital transformation? How is digital transformation related to adaptability and anxiety? What are the relationships between organisational support and technology perceptions? What are evidence-based recommendations for HR practitioners and retail managers?
The data were analysed using multiple regression, descriptive statistics, reliability test, Pearson correlation, independent t-test, and bootstrap confidence intervals, with the 158 respondents who had valid data. The results show the relationship between digital transformation and increased adaptability as well as increased anxiety, but not in the same ways or for the same reasons at the organisational and perceptual levels. This chapter first summarizes the results in relation to the research questions, then summarizes the theoretical contribution, and recommends future research directions and study limitations for practice.
[bookmark: _Toc240381733][bookmark: _Toc241239952]5.2 Synthesis of Findings Against the Research Objectives
The first objective was to understand the nature and perceived level of digital transformation that employees in UK retail organisations are undergoing. The results are very clear about intensity and frequency. The perceived digital transformation was high (M = 4.28), and 65.2% of the respondents said they use digital systems at least 5 days/week. Digital technology therefore was not an isolated change initiative, but a routine part of work. This is in line with the literature reviewed in Chapter Two that retail in the UK is becoming more and more influenced by digital customer-service systems, inventory technologies, omnichannel platforms, workforce-management systems and digital communication tools. The questionnaire, however, didn't measure each individual technology type separately. As a result, the study treated RO1 with a high degree of priority when considering intensity and regularity of use, but could not prioritise individual types of retail technology by prevalence.
The second goal explored the connection between digital transformation and employee adaptability. The perceived digital transformation was strongly and positively related to adaptability (r = .747, p < .001), which supported H1. But the regression outcomes offer a more nuanced verdict. Model A accounted for 84.1% of the variance in adaptability, with organisational support as the only significant unique predictor (β = .738, p < .001). Perceived digital transformation and perceived usefulness and ease of use were non-significant following the removal of the shared variance. This indicates a clear link between digital transformation and adaptability, but that the capacity to adapt may be more strongly influenced by the organizational context in which technology is implemented than by the technology itself. This discovery provides solid support for the resource factor of the Job Demands-Resources model.
The third goal examined the relationship between perceived digital transformation and job anxiety. H2 is supported by the positive and significant correlation between the two variables (r = .690, p < .001). In Model B, perceived digital transformation was also a strong positive predictor of anxiety (β = .471, p < .001), accounting for 67.8% of the variance in job anxiety. The findings thus suggest that higher levels of perceived digital change are linked to higher levels of anxiety, even after other technology perceptions and organisational support are statistically controlled. This aligns with Technostress Theory, which describes four potential psychological outcomes of constant technological change: techno-overload, techno-complexity, techno-insecurity, and techno-uncertainty.
Notably, high adaptability and high anxiety co-occurred. The term adaptation should not be understood as a sign that digital change does not have a psychological impact on employees (Alabi, 2025). While employees are able to acquire new systems and adjust their work practices, they can feel pressure and uncertainty about reskilling or job security.
The fourth objective investigated the relationship between organisational support, perceived usefulness and perceived ease of use with adaptability and anxiety. All three variables were significantly related to both outcomes at the bivariate level, thereby supporting H3a–H3c and H4a–H4c. Their special contributions, however, were quite different. Organisational support emerged as the strongest predictor of adaptability, whereas perceived usefulness uniquely contributed very little to the model of adaptability (β = .022, p = .775). Organisational support had the weakest unique effect (β = .036, p = .776), while job anxiety was a significant negative predictor (β = -.427, p < .001). The coefficient for anxiety was significant and positive (β = .764, p < .001), but this result needs to be interpreted in the context of its very high correlation with organisational support and the resulting multicollinearity.
The fifth aim was to create evidence-informed advice for HR professionals and retail managers. Results give a clear foundation for these recommendations. The clearest practical takeaway is that digital transformation is not just about the technical implementation process (1Surapaneni Kanaka Durga, 1Medarametla Sivaranjani and 2A Sree Lakshmi, 2026). How digital change is experienced is integral to managerial support, training, communication, and employees' understanding of the value of new technologies. The recommendations in Section 5.4 then follow directly from the evidence in the statistics.
The overall research question is addressed by confirming that the relationship between digital transformation and employee outcomes is bi-directional: digital transformation goes hand-in-hand with increased adaptability as well as increased anxiety. Anxiety seems to be linked to the level of digital change and to employees' perceptions of the technology, whereas organisational support is linked to adaptability.
[bookmark: _Toc240381734][bookmark: _Toc241239953]5.3 Contributions to Theory
The results contribute, in a modest but relevant way, to the application of the Job Demands-Resources model, the Technology Acceptance Model and Technostress Theory in the UK retail sector.
Firstly, the strong unique relationship between organisational support and adaptability offers support for the JD-R proposition that job resources help employees cope well with challenging working conditions (Demerouti and Bakker, 2011). Chapter Two proposed that digital transformation creates both job demands, including learning pressure, cognitive load, and uncertainty, and job resources, such as efficiency, access to information, and opportunities for skill development. These findings indicate that organisational support could be a critical factor for employees' adaptive responses to those demands.
Secondly, the results are inconclusive for TAM. Perceived usefulness had a negative unique relationship with anxiety, consistent with the idea that technologies that were perceived as useful in the job may yield more positive employee responses (Eiman Akram and Muhammad Tahir Nawaz, 2026). The positive relationship between perceived ease of use and anxiety, however, is counterintuitive to the traditional TAM predictions. This finding was not interpreted as indicating that ease of technology actually leads to anxiety, as perceived ease of use was very highly correlated with organisational support. Rather, it shows how hard it is to distinguish between perceptions of individual technologies and the organisational environment in which these technologies are deployed (Li, 2020).
Thirdly, the positive relationship between perceived digital transformation and anxiety corroborates Technostress Theory. Perhaps most importantly, high adaptability and high anxiety indicate that psychological strain may not decline even as employees accommodate technological change (Issa, 2022). The study thus reinforces the importance of examining adaptability and anxiety together instead of assuming successful adaptation is the same thing as employee wellbeing. This directly addresses the gap in the literature identified as employee-centred.
[bookmark: _Toc240381735][bookmark: _Toc241239954]5.4 Recommendations for HR and Managerial Practice
The results indicate four key recommendations.
Firstly, retail organisations need to reinforce managerial and organisational support during digital transformation (Zohir and Ait Nasser, 2023). Because organisational support was the strongest unique predictor of adaptability, support should continue beyond implementation. Managers need to be available during and after system rollout, employees need to know where to get help when they need it, and problems with new systems should be recognised as legitimate learning experiences, not personal failures (Forbes, 2024).
The second is that organisations need to tell employees what the new technology does in the real world (Newman and Shalini Gopalkrishnan, 2021). The unique association between anxiety and perceived usefulness was negative. Managers should explain how a system enhances employees' actual work and how it eliminates duplication, helps customers, or simplifies processes, rather than just providing organisational efficiency or cost-saving information (Atachuh, 2026).
Thirdly, digital transformation has to be gradual and well communicated (Offordile, Nosike and Nosike, 2024). As more perceived digital transformation was correlated with increased anxiety, it is important that employees are given advance warning for major digital shifts and a realistic transition period, as well as information about the changing nature of their roles. Focusing attention on uncertainty regarding job security and evolving skill needs.
Fourthly, training must be ongoing, hands-on and role-specific. Training was a key part of the organisational support construct (Oguntade et al., 2025). One-off generic training sessions are not as helpful as short demonstrations, supervised practice, peer support and follow-up assistance. Organisations should also check if there are any variations in digital confidence, as each employee may need different types of support (Xiao, 2024).
[bookmark: _Toc240381736][bookmark: _Toc241239955]5.5 Limitations of the Study
The findings are limited by a number of factors.
Firstly, the six composite variables were highly negatively skewed and highly kurtotic, suggesting a high level of concentration at the high end of the response scale. The residuals from the regression were unusually large as well. This pattern might be true of actual positive impressions, a ceiling effect, recruited sample characteristics, or a mix of all three. To reinforce the regression inference, 2,000-sample BCa bootstrap confidence intervals were explored and generally corroborated the main coefficient pattern (Kasem A. Farag et al., 2025). However, there is a lack of normality and little variation, so effect estimates should be interpreted with caution rather than taken as a true reflection of the wider retail workforce in the UK.
Secondly, some predictors showed significant multicollinearity, especially between perceived ease of use and organisational support (Kim, 2019). The correlation was around r = .920, and VIF values were high. This restricts confidence in the interpretation of their regression coefficients as being completely independent of one another, as highly similar predictors may result in unstable or counter-intuitive results. Bootstrapping is more robust to non-normal sampling distributions but does not address multicollinearity (Egbert and Plonsky, 2020). Thus, the positive relationship between perceived ease of use and anxiety is not causal and should not be used independently.
Thirdly, the sample was highly skewed towards male respondents, consisting of 91.1%, and respondents were limited to specific occupational positions and retail industries. This does not mean that the UK retail workforce is male-dominated as a whole; it simply shows that the sample was imbalanced in this study. Purposive and snowball non-probability sampling also limits statistical generalisation (Bhardwaj, 2019). While the final analytical sample of 158 was larger than the desired sample size of 150, sample size is not a substitute for concerns about representativeness.
Fourthly, the cross-sectional design implies associations, not necessarily temporal or causal relationships (Chong and Lee, 2026). In other words, the study does not provide evidence that organisational support leads to adaptability, or that adaptability leads to more positive evaluations of the organisation.
Lastly, each major construct was assessed with the same self-report measure (Flom, Supino and Ross, 2012). Answers could thus be subject to social desirability, individual response style, and common-method variance. Online recruitment may also have favoured employees who were relatively comfortable with digital technologies.
[bookmark: _Toc240381737][bookmark: _Toc241239956]5.6 Recommendations for Future Research
Future studies should employ more gender-, age-, and occupational role-balanced and representative samples (Paneni et al., 2025). If possible, probability or stratified sampling would enhance the validity of results beyond the sample.
It would also be useful to have a long-term study. If measures are taken before, during and after a significant digital change in an organisation, this would give answers about whether adaptability and technology anxiety change first, or organisational support. This would give more convincing evidence of directionality than a cross-sectional design.
Future research is needed to improve measures of perceived ease of use and organisational support (Sulistiyo, 2023). Their extremely high correlation implies that clearer boundaries on constructs would be needed. The discriminant validity and the relationships between latent constructs can be further evaluated using CFA or SEM.
The mixed methods design would be beneficial to understand how high adaptability and high anxiety can coexist. Interviews or focus groups might examine ways employees are technically able to adapt but don't feel psychologically at ease with ongoing digital transformation (Sump et al., 2026). Also, future studies might include supervisor ratings and objective measures of training (such as system use or training time) in addition to self-reports to minimise common method variance.
[bookmark: _Toc240381738][bookmark: _Toc241239957]5.7 Concluding Remarks
The current study investigated the relationship between perceived digital transformation and adaptability and job anxiety of employees in UK retail organisations. The results reveal that digital transformation is a phenomenon that is integral to the respondents' work lives and is positively linked to adaptability and anxiety. The findings thus show that adjusting to the use of technology successfully does not exclude its psychological costs.
The most consistent and prominent findings are related to the organisational context of digital change. Organisational support was the strongest unique predictor of employee adaptability, and a potentially protective unique relationship with anxiety was found with perceived usefulness (Putra, Nindyati and Wiroko, 2025). Meanwhile, the higher the perception of digital transformation, the more anxious people were, highlighting the importance of being able to manage both the human and digital parts of digitalisation.
Therefore, the study finds that digital transformation within the retail industry isn't just about implementing new functional technologies. It's also about equipping employees with the tools to master, learn and confidently use these new technologies (Gethe and Hulage, 2024). The main takeaway for HR professionals and retail managers is that, like investments in technology, investments in support, communication and employee development are necessary. This would provide the best chance of being flexible, while not losing sight of the fear of ongoing digital transitions.
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I am a Master's student at the University of Wales Trinity Saint David (UWTSD). I am currently conducting a research study on the effect of digital transformation on employee adaptability and job anxiety in UK retail organisations, as part of my dissertation.
This questionnaire is anonymous and voluntary, and should take approximately 8 to 10 minutes to complete. No personally identifiable information is collected, and your responses will be combined with other responses and reported only in summary, anonymised form. Your data will be stored securely in password-protected university cloud storage and will not be shared with your employer or any other third party. Please answer based on your own experience of working in a UK retail organisation. There are no right or wrong answers. Please do not include your name, employer name, email address, phone number, staff number, or any other identifying information.
Section A: Screening Questions
SQ1. Are you aged 18 or over? (Yes / No)
SQ2. Do you currently work, or have you worked within the last 12 months, in a UK retail organisation? (Yes / No)
SQ3. Have you experienced digital workplace changes in your retail work? (Yes / No)
SQ4. Do you agree to take part in this anonymous research survey? (Yes / No)
Participants who answer “No” to any screening question should not continue with the questionnaire.
Section B: Demographic and Employment Information
1. Age group: 18 to 24 / 25 to 34 / 35 to 44 / 45 to 54 / 55 or above / Prefer not to say
2. Gender: Female / Male / Prefer to self-describe / Prefer not to say
3. Current or most recent retail role: Frontline/customer-facing retail employee / Sales assistant / Warehouse or stockroom employee / Supervisor or team leader / Middle manager or above / Other retail role
4. Employment status: Full-time, permanent / Part-time, permanent / Temporary, seasonal, or fixed-term / Zero-hours or casual / Recently worked in retail but not currently employed in retail
5. Length of experience in retail work: Less than 6 months / 6 months to less than 1 year / 1 to 3 years / 4 to 6 years / 7 years or more
6. Type of retail organisation you work or worked in: Supermarket or grocery / Fashion, clothing, or footwear / Electronics or technology / Health, beauty, or pharmacy / Home, furniture, or DIY / Other retail sector
7. On average, how many days per week do you use digital tools or systems as part of your retail work? (enter a number from 0 to 7)
Section C: Likert Scale Questions
Each item was rated on a five-point scale: 1 = Strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly agree.
C1. Perceived Digital Transformation
· DT1. My retail workplace has introduced new digital tools or systems in recent years.
· DT2. Digital systems are now important in my daily retail work.
· DT3. My work tasks have changed because of digital technologies.
· DT4. The pace of digital change in my retail workplace has been fast.
C2. Perceived Usefulness
· PU1. Digital tools help me complete my work more efficiently.
· PU2. Digital systems improve my work (e.g. customer service, order processing, communication) in my workplace.
· PU3. Overall, digital technologies are useful for my retail role.
C3. Perceived Ease of Use
· PEOU1. The digital tools I use at work are easy to understand.
· PEOU2. I can learn new workplace digital systems without major difficulty.
· PEOU3. I feel confident using the digital tools required for my retail role.
C4. Organisational Support
· OS1. I receive enough training when new digital tools or systems are introduced.
· OS2. My organisation provides clear guidance during digital workplace changes.
· OS3. My manager or supervisor supports employees during digital changes.
· OS4. I can ask for help when I face difficulties with digital systems.
C5. Employee Adaptability
· EA1. I can adjust my work practices when new digital tools are introduced.
· EA2. I am willing to learn new digital skills required for my retail role.
· EA3. I can adapt to changes in digital systems or workplace processes.
· EA4. I can solve problems when digital systems create new challenges at work.
· EA5. I feel able to keep up with digital changes in my retail workplace.
C6. Job Anxiety Related to Digital Transformation
· JA1. I feel anxious when new digital systems are introduced at work.
· JA2. I worry that I may not be able to keep up with digital changes in my retail role.
· JA3. Digital transformation makes me feel uncertain about my future job security.
· JA4. I feel pressure to learn digital skills quickly.
· JA5. Using multiple digital tools at work can make me feel stressed or overwhelmed.
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APPLICATION FOR ETHICAL APPROVAL – INTRODUCTORY NOTES



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: 

“[C]reative 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 (academic staff or support staff);

· Individuals holding honorary title from the University;

· Postgraduate research students;

In all of these cases ethical review is required regardless of discipline.



The individual undertaking the research activity is known as the lead researcher.



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



For most projects you will only need to complete sections in the main part of the form. A few projects will need more detailed ethical consideration and will need you to fill in sections in an appendix. At some points in this form you will be asked questions about your research in the following way:
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		Does your research involve <<something specific>>?

		YES

		Click to continue to appendix <<N>>

		NO

		Continue to the next section



		2

		Have you completed appendix <<N>>? 

		YES
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		NO

		☐







Clicking in the appropriate box will take you to the appropriate location in the text. At the end of each appendix is a box. Clicking on this will return you to the question that originally took you to the appendix.
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NB These clickable links will only work if you are editing the document in the desktop version of Word, not the browser version. Please download and save the form before editing it.



Guidance notes are provided as comments or as text IN GREEN throughout this form. Please ensure that the comments are removed and that the green text is replaced by your own text or removed as appropriate BEFORE submitting this form.



Please ensure that you have read the UWTSD Research Ethics and Integrity Policy and the UWTSD Research Data Management Policy BEFORE submitting this form.
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		Institute of Management and Health / Business and Management



		4

		Campus:
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		5

		E-mail address:
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		6

		Contact Telephone Number:

		To be completed by applicant
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		Project Title

		The Effect of Digital Transformation on Employee Adaptability and Job Anxiety in UK Retail Organisations
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		Proposed Start Date
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		Programme of Study:

		BMMB7003 Level 7 Dissertation / Taught Postgraduate Programme
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		Director of Studies/Supervisor:
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SECTION B: Grant or Contract Funding 

		1

		Has your research been awarded, applied for, or intend to apply for external funding?
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		Click to continue to appendix 1

		☒

		Continue to the next section
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		Have you completed appendix 1? 

		YES

		☐

		NO

		☒







[bookmark: SEC_C]SECTION C:  Internal and External Ethical Guidance Materials

		Ethical Guidance Documents

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.
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		UWTSD Research Ethics & Integrity Policy

		☒

		2

		UWTSD Research Data Management Policy

		☒



		3

		UWTSD Open Access Publications Policy

		☒



		4

		UWTSD Export Control Policy 

Required if Appendix 8 completed

		☐

		5

		UWTSD Trusted Research and Innovation Policy 

Required if research is taking place outside the UK

		☒



		6

		[List any other relevant documents here]

		☐







[bookmark: SEC_D]SECTION D: External Collaborative Research Activity 

		1

		Does your research involve collaborating partners at another institution or organisation?

		☐

		Click to continue to appendix 2

		NO

		Continue to the next section



		2

		Have you completed appendix 2? 

		YES

		☐

		NO

		☒







[bookmark: SEC_E]SECTION E: Details of Research Activity

		Aims, Vision and Approach of the Research (maximum 200 words per section)

Please outline what are you hoping to achieve with your proposed work and how will you deliver it?



		1

		Research aims and objectives



		Aim: To examine how digital transformation affects employee adaptability and job anxiety among employees in UK retail organisations.
Objectives: 

(1) Identify the types and perceived intensity of digital transformation initiatives experienced by UK retail employees, including operational systems, online retail platforms, customer-service technologies, communication tools and workforce-management systems. 

(2) Examine the relationship between exposure to digital transformation and employee adaptability, including operational adaptability, digital learning agility and willingness to adjust work practices. 

(3) Assess the effect of digital transformation on job anxiety, including technology-related worry, perceived occupation insecurity, role uncertainty and concern about keeping pace with digital change. 

(4) Develop evidence-based recommendations for HR practitioners and retail managers to support employees through training, communication and workplace support.



		2

		Vision



		Digital transformation is now common in UK retail work through self-service technologies, online platforms, workforce scheduling systems, customer-service software and digital communication tools. The study is timely because these changes may improve efficiency while increasing employee pressure, role uncertainty and technology-related anxiety. The research will add employee-level evidence on how digital change is experienced by frontline staff, supervisors and middle managers, rather than focusing only on organisational strategy. Using the Job Demands-Resources model, with support from the Technology Acceptance Model and technostress literature, the study will clarify when digital transformation supports adaptability and when it becomes a source of anxiety. The findings may help retail managers and HR practitioners design better training, communication, role clarity, and support practices. The intended impact is practical: reducing avoidable anxiety, improving employee readiness for digital change and supporting more ethical and sustainable digital transformation in retail workplaces.



		3

		Approach



		The study will use a quantitative, positivist, deductive survey design. Data will be collected through one anonymous, self-administered online questionnaire. Screening questions will confirm that respondents currently work, or have recently worked, in UK retail and have direct experience of digital tools or digital workplace change. The questionnaire will use five-point Likert-scale items to measure exposure to digital transformation, perceived usefulness/ease of use, employee adaptability and job anxiety. A pilot test with approximately 10 respondents will check clarity and completion time before the main survey. The target is at least 150 usable responses, with the survey distributed to around 180-200 potential respondents to allow for incomplete or ineligible responses. Data will be analysed in IBM SPSS using descriptive statistics, Cronbach’s alpha, correlation and multiple regression. Delivery risks include a low response rate and incomplete responses. These will be managed through wider distribution, screening questions, pilot testing and clear questionnaire wording. Data will be analysed using IBM SPSS through descriptive statistics, Cronbach’s alpha, correlation and multiple regression. Possible issues such as low response rate, incomplete answers and unclear wording will be reduced through pilot testing, wider distribution and clear eligibility screening.



		4

		Location of research activity

Identify all locations where research activity will take place.



		Research activity will take place in the UK context. Data collection will be online through a survey link shared via LinkedIn, retail-related online groups, university networks, professional contacts and organisational gatekeepers where available. No face-to-face data collection, site visits or observation will be undertaken. The researcher will analyse the anonymous dataset using a password-protected computer and IBM SPSS.







		5

		Will any of your research be undertaken outside of the UK?

		YES

		Click to continue to appendix 3

		NO

		Continue to the next section



		6

		Have you completed any of appendix 3? 

		YES

		☐

		NO

		☒







[bookmark: SEC_F]SECTION F: Research Methods 

		Will the research activity include:

		YES

		NO



		[bookmark: _Hlk153204538]1

		Use of a questionnaire or similar research instrument?

		☒

		☐



		2

		Use of interviews?

		☐

		☒



		3

		Use of focus groups?

		☐

		☒



		4

		Use of participant diaries? 

		☐

		☒



		5

		Use of video or audio recording?

		☐

		☒



		6

		Use of computer-generated log files?

		☐

		☒



		7

		Participant observation with their knowledge?

		☐

		☒



		8

		Participant observation without their knowledge?

		☐

		☒



		9

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

		☐

		☒



		10

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

		☐

		☒



		11

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

		☐

		☒



		12

		Investigation of participants involved in illegal activities?

		☐

		☒



		13

		Use of procedures that involve deception?

		☐

		☒



		14

		Administration of any substance, agent or placebo?

		☐

		☒



		15

		Working with live vertebrate animals?

		☐

		☒



		16

		Procedures that may have a negative impact on the environment?

		☐

		☒



		17

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

		☐

		☒



		No other primary data collection methods will be used. The study will use only an anonymous online questionnaire.

		

		







SECTION G: Research Participants 



		Research participants include people who will be taking part in your research as providers of research data (e.g. being interviewed, answering questionnaires, or doing user testing of hardware or software). This includes animal participants.



		1

		Does your research involve human or non-human participants?

		☒

		Continue this section

		☐

		Click to continue to section N









		Participant numbers and source

How will you ensure an appropriately convened sample group in order to meet the aims of the research? Give details for subgroups separately, if appropriate. How will any potential pitfalls, for example dual roles or potential for coercion, be addressed?



		1

		How many participants will be recruited and how was the number decided upon?

		The study aims to recruit at least 150 usable responses. This number was chosen because it is proportionate for a Level 7 dissertation using descriptive statistics, reliability testing, correlation and multiple regression. The survey will be distributed to approximately 180-200 people to allow for incomplete, duplicate or ineligible responses.



		2

		Who will the participants be?

		Participants will be adults aged 18 or over who currently work, or have recently worked, in UK retail organisations and who have direct experience of digital tools, digital systems or digital process changes at work. Participants may include frontline employees, supervisors and middle managers who need to understand English.



		3

		How will you identify the participants?

		Participants will be identified through purposive and snowball recruitment. The survey link will be shared through LinkedIn, retail-related online groups, university networks, professional contacts and organisational gatekeepers where access is available. Screening questions will confirm eligibility before participants continue to the main questionnaire. 



		4

		Will you be excluding any groups of people, and if so what is the rationale for that?

		Yes. People under 18 will be excluded because the study does not require minors. People who have not worked in UK retail, who have no direct experience of digital workplace tools or digital change, or who cannot provide informed consent will also be excluded. Senior executives may be excluded if their experience is strategic only and not based on direct use of workplace digital systems.



		5

		Will the research involve any element of deception?  If yes, please describe why this is necessary and whether participants will be informed at the end of the study

		No deception will be used. 



		6

		Describe whether participants will be able to withdraw from the study, and up to what point (eg if data is to be anonymised). If withdrawal is not possible, after a certain point, explain why not. 

		Participants may withdraw at any point before submitting the online questionnaire by closing the browser without submitting. 



		7

		How long will the participant have to decide whether to take part in the research?

		Participants will be able to take as much time as they need before deciding whether to take part. The information sheet will appear before the consent questions, and the participant can read it fully before starting. 



		8

		What arrangements have been made for participants who might have difficulties understanding verbal explanations or written information, or who have particular communication needs that should be taken into account to facilitate their involvement in the research?

		The survey will use clear, plain English and will avoid unnecessary jargon. Participation will be online and self-paced, so participants can read the information and questions at their own speed. Participants who do not understand the information sheet or cannot provide informed consent will be advised not to participate. No translated or verbal versions are planned because the study requires participants to understand the English questionnaire independently.











SECTION H: Research with Vulnerable People 

		1

		Are your participants classed as vulnerable people?

		YES

		Click to continue to appendix 4

		NO

		Continue to the next section



		2

		Have you completed appendix 4? 

		YES

		☐

		NO

		☒







[bookmark: SEC_I]SECTION I: Research Involving Animals 

		1

		Are your participants non-human animals?

		YES

		Click to continue to appendix 5

		NO

		Continue to the next section



		2

		Have you completed appendix 5? 

		YES

		☐

		NO

		☒







[bookmark: SEC_K]SECTION J: Research with the Prison Service or the Probation Service

		1

		Are your participants staff or offenders within the Prison Service or the Probation service?

		YES

		Click to continue to appendix 6

		NO

		Continue to the next section



		2

		Have you completed appendix 6? 

		YES

		☐

		NO

		☒







[bookmark: SEC_J]SECTION K: Health and Social Care Research

		1

		Are your participants selected due to their health or social care needs?

		YES

		Click to continue to appendix 7

		NO

		Continue to the next section



		2

		Have you completed appendix 7? 

		YES

		☐

		NO

		☒







[bookmark: SEC_L]SECTION L: Types of Personal Data

		Personal Data

Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?

		YES

		NO



		[bookmark: _Hlk153191083]1

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

		☐

		☒



		

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

		

		



		The survey will collect limited demographic and employment-related information needed for analysis, such as age range, gender category, job role, employment status, length of retail experience and broad exposure to digital workplace tools. No names, addresses, phone numbers, email addresses, employer names or IP addresses will be intentionally collected. This limited data is needed to describe the sample and control for relevant employment factors in the analysis.







		Special Category Data 

Does the research involve the processing of special category data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?

		YES

		NO



		[bookmark: _Hlk153206093]2

		Racial or ethnic origin

		☐

		☒



		3

		Political opinions

		☐

		☒



		4

		Religious or philosophical beliefs

		☐

		☒



		5

		Genetic, biometric or health data

		☐

		☒



		6

		Sex life or sexual orientation

		☐

		☒



		7

		Trade union membership

		☐

		☒



		If you ticked YES to any of questions L2-L7, provide a description of the data and explain why this special category data needs to be collected to support the research and that it is in the public interest to do so:



		8

		No special category data will be intentionally collected. The questionnaire will not ask about racial or ethnic origin, political opinions, religion or philosophical beliefs, genetic/biometric/health data, sex life, sexual orientation or trade union membership.



		9

		Please describe how the research has been designed to gather the minimum amount of personal data necessary for the specified research purpose:



		The questionnaire has been designed to collect only data necessary to answer the research questions. Direct identifiers such as name, email address, address, employer name and staff number will not be requested. Demographic questions will use broad categories where possible. Optional open-text questions will not be used, reducing the risk of accidental disclosure of identifiable information.



		10

		Demonstrate that the processing is not likely to cause substantial damage or distress to individuals and that their interests will be safeguarded:



		The risk of substantial damage or distress is low because the survey is anonymous, voluntary, non-invasive and focused on workplace experiences of digital transformation. Participants can skip the survey by closing the link and can stop before submission. The information sheet will warn participants not to include identifying details. Data will be stored securely and reported only in aggregate form.



		11

		Demonstrate that the data will not be used to take any action or make decisions in relation to the individuals concerned:



		The data will be used only for academic research and dissertation purposes. It will not be used to evaluate, discipline, rank or make decisions about any individual employee, manager or organisation. No participant or organisation will be identifiable in the final dissertation or any related academic output.



		12

		Data should be anonymised wherever possible, either at point of capture or once collated. If the data cannot be anonymised, and if pseudonymisation is not possible, demonstrate why the that is possible.  If special category data cannot be anonymised, explicit consent to share that data must normally be obtained.



		Data will be anonymised at the point of capture as far as possible because no direct identifiers will be requested. The survey settings will be configured, where possible, not to collect IP addresses or email addresses. Any downloaded data will be checked and any accidental identifying information will be removed before analysis. Results will be presented as aggregated statistics and anonymised summaries only.



		13

		If special category data cannot be anonymised, will you obtain explicit consent to share that data?

		YES

		NO

		N/A



		

		

		☐

		☐

		☒







SECTION M: Participant Information and Consent 



		Information for participants

It is normally expected that those participating in research should do so having given their informed consent. If this is not appropriate or practical, explicit justification must be provided, in line with prevailing disciplinary conventions.  Please note however, that informed consent to participate in the research is separate from consent to process (e.g. collect, analyse, store, reuse or share) personal data, as the University’s lawful basis for processing personal data in research activities is part of its ‘public task’. 

		YES

		NO

		N/A



		[bookmark: _Hlk156475507]1

		Will you obtain written consent for participation?

		☒

		☐

		☐



		2

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

		☒

		☐

		☐



		3

		Will you tell participants that their participation is voluntary?

		☒

		☐

		☐



		4

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

		☒

		☐

		☐



		5

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

		☐

		☐

		☒



		6

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

		☒

		☐

		☐



		7

		Will participants be made aware of how you will treat any information that may reasonably by considered as confidential? 

		☒

		☐

		☐



		8

		If your research requires your participants to sign up for a service provided by an external company or organisation will you inform them that their data may be stored and processed outside UWTSD?

		☒

		☐

		☐



		9

		Will you give participants the UWTSD Privacy Notice for Research?

		☒

		☐

		☐



		If you have answered NO to any of questions M1-M8, please provide justification detailing why this is necessary for the research.  



		10

		M5 is marked N/A because no observation will be undertaken. All other participant information and consent requirements will be met. Consent will be obtained online before the questionnaire begins, and participants will have to confirm that they are aged 18 or over, meet the eligibility criteria, have read the information sheet and agree to take part.



		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 the research begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded. 



		11

		Potential participants will first see a participant sheet information explaining the study purpose, researcher details, eligibility criteria, what participation involves, estimated completion time, voluntary participation, anonymity, confidentiality, data storage, risks, benefits and withdrawal limits. They will then complete online consent tick-boxes before accessing the questionnaire. If they do not consent, they will not proceed to the survey. Consent will be recorded electronically as part of the anonymous survey response.



		Confidentiality: Confidential information refers to information that can be related to an identifiable individual, whether living or deceased, which is not in the public domain and which is given with the expectation that it will be kept confidential.  Under Common Law when an individual entrusts a researcher or research team with confidential information, the team must handle this in line with ‘reasonable expectations’. In other words, confidential information should only normally be shared when there would be ‘no surprises’ for the individuals concerned. Where participants would not expect the researcher to be sharing their confidential information with others, researchers can manage their expectations by informing them of their intentions (e.g. in the participant information sheet or during discussions about participation) and asking them if they are happy with these plans. They should understand what is being proposed and what this might mean for them, before they decide whether the researcher can share their confidential information with others.  



		Please detail how you will treat confidential information:



		12

		Confidentiality will be protected by not collecting direct identifiers and by reporting findings only in aggregated form. The researcher will not name individual participants or organisations. Data files will be stored on a password-protected device/cloud account approved for university work. Only the researcher and supervisor/examiner, where necessary for academic review, will have access to the anonymised dataset. Participants will be asked not to include names or identifying details in any response.



		Documents to accompany the application: Participant Information Sheet; Online Consent Form/Consent Statement; Draft Online Questionnaire; UWTSD Privacy Notice for Research.



		13

		PARTICIPANT INFORMATION SHEET

Date: June 2026

Project Title: The Effect of Digital Transformation on Employee Adaptability and Job Anxiety in UK Retail Organisations

You are invited to take part in this research study. Please read this information before deciding whether to participate.

Purpose of the research

This study examines how digital transformation affects employee adaptability and job anxiety among employees in UK retail organisations. The findings may help improve training, communication and employee support during digital workplace change.

Why have I been invited?

You have been invited because you currently work, or have recently worked, in a UK retail organisation and have experience of digital tools, systems or workplace digital change.

Do I have to take part?

No. Participation is voluntary. You may stop the survey at any time before submission. After submission, your response cannot be withdrawn because the survey is anonymous.

What will taking part involve?

You will complete an anonymous online questionnaire. It will take approximately 8–10 minutes. The questions will ask about digital workplace change, adaptability and job anxiety.

Are there any risks or benefits?

There are no direct personal benefits or major risks. Some questions may relate to workplace pressure or anxiety. You may stop before submitting if you feel uncomfortable.

Will my answers be confidential?

Yes. No names, email addresses, employer names or direct identifiers will be collected. Results will be reported only in summary form.

How will data be handled?

The survey will collect limited demographic and employment information, such as age range, gender, job role and retail experience. Data will be stored securely on password-protected university-approved systems and accessed only by the researcher and supervisor.

What will happen to the results?

The results will be used for a postgraduate dissertation at UWTSD. Findings will be reported in aggregate form only, and no individual participant or organisation will be identified.

Researcher:

Sharmin Jahan Bithy
Student Number: 2439522
Email: [Insert Student Email]

Supervisor:

Helen Lee
University of Wales Trinity Saint David

By completing and submitting the questionnaire, you are confirming your consent to participate.

CONSENT FORM

Title of Research Project:
The Effect of Digital Transformation on Employee Adaptability and Job Anxiety in UK Retail Organisations

Lead Researcher:
Sharmin Jahan Bithy

Please confirm before proceeding:

[ ] I have read and understood the Participant Information Sheet.

[ ] I understand that participation is voluntary.

[ ] I understand that I may stop the survey at any time before submission.

[ ] I understand that after submission my anonymous response cannot be withdrawn.

[ ] I consent to my anonymous responses being used for academic research.

[ ] I understand that my data will be stored securely and reported only in aggregate form.

[ ] I confirm that I am aged 18 or over.

[ ] I agree to take part in this research.

By proceeding to the questionnaire, you confirm your agreement.

Lead Researcher:
Sharmin Jahan Bithy
Student Number: 2439522
Email: [Insert Student Email]

THANK YOU FOR YOUR PARTICIPATION.





		14

		Consent form attached?

		YES

☒

		☐

		☐







SECTION N: Research with Potential Military Application

		1

		Does your research have any potential military application?

		YES

		Click to continue to appendix 8

		NO

		Continue to the next section



		2

		Have you completed appendix 8? 

		YES

		☐

		NO

		☒







[bookmark: SEC_O]SECTION O: Use of Artificial Intelligence Tools

		Use of generative AI and other AI-based tools

There are a number of ethical issues relating to the use of generative AI and other AI-based tools, including data security, output bias, and output errors. In general you should assume that any generative AI or other AI-based tool that you pay to use is more secure and accurate than one which is free to use.



Will the research use AI tools to do any of the following:

		YES

		NO

		N/A



		1

		Capture data?

		☐

		☒

		☐



		2

		Generate and/or edit text?

		☐

		☒

		☐



		3

		Generate graphics?

		☐

		☒

		☐



		4

		Generate video?

		☐

		☒

		☐



		5

		Generate sound/music?

		☐

		☒

		☐



		6

		Generate code?

		☐

		☒

		☐



		7

		Generate synthetic data?

		☐

		☒

		☐



		8

		Analyse data?

		☐

		☒

		☐



		9

		Analyse personal or sensitive data?

		☐

		☒

		☐



		10

		Classify data?

		☐

		☒

		☐



		11

		Do you intend to use the free version of any AI tools?

		☐

		☒

		☐



		If you have answered YES to any of questions O1-O11, please provide justification detailing why this is necessary for the research.  



		12

		No generative AI or other AI-based tools will be used to capture participant data, generate survey responses, generate synthetic data, analyse personal/sensitive data or classify data. Statistical analysis will be conducted by the researcher using IBM SPSS. Standard word-processing tools may be used for spelling and formatting only and will not involve uploading participant data.









Section P: Research Data Management Plan



		1

		Data Summary



		The research will create anonymous online survey data containing Likert-scale responses and limited demographic/employment variables. It will also create a cleaned SPSS dataset, coding notes, descriptive statistics, reliability outputs, correlation/regression outputs and aggregated tables for the dissertation. No direct identifiers will be intentionally collected.



		2

		Responsibilities



		The lead student researcher, Sharmin Jahan Bithy, will be responsible for day-to-day data management under the guidance of the dissertation supervisor. The researcher will ensure secure collection, storage, cleaning, anonymisation, analysis and deletion/retention in line with UWTSD policy. No external partner institution will manage the data.



		3

		Assessment of existing data



		Existing literature and published secondary sources will be used to develop the questionnaire and theoretical framework. Existing data cannot answer the study’s specific employee-level research questions, so primary survey data is required to measure UK retail employees’ own perceptions of digital transformation, adaptability and job anxiety.



		4

		Management and curation of data



		Data will be prepared by exporting survey responses to Excel/SPSS, checking eligibility, removing incomplete or ineligible responses, assigning variable names and value labels, and documenting the coding scheme. A data log will record cleaning decisions, missing data handling and any excluded responses.



		5

		Quality assurance of data



		Quality checks will include pilot testing with approximately 10 respondents, screening questions, checking for duplicate or incomplete submissions, reviewing missing values, checking coding accuracy, testing scale reliability using Cronbach’s alpha and retaining SPSS syntax/output for transparency.



		6

		Short-term data storage



		During the project, data will be stored on a password-protected computer and/or secure university-approved cloud storage. Files will be named clearly and backed up securely. Access will be limited to the student researcher and supervisor/examiner where required. Data will not be stored on public/shared devices.



		7

		Long-term data storage and preservation 



		The anonymised cleaned dataset and dissertation-related analysis files may be retained for the period required by UWTSD assessment and research data policy. Raw survey exports will be deleted once the dissertation has been examined and the retention period has passed. No identifiable data will be retained because direct identifiers will not be collected.



		8

		Documentation and metadata



		Documentation will include the final questionnaire, participant information sheet, consent wording, variable coding sheet, data cleaning log, SPSS output files and notes explaining scale construction. These will allow the supervisor/examiner to understand how the data were collected, cleaned and analysed.



		9

		Data sharing



		The full raw dataset will not be made openly available because it relates to employees’ workplace experiences and could carry a small risk of deductive identification if combined with demographic/job-role variables. Findings will be shared only in aggregated dissertation tables and summaries. An anonymised dataset may be shared with the supervisor/examiner for assessment only.



		10

		Copyright and intellectual property ownership



		The student researcher will own the dissertation text in accordance with university rules. UWTSD will retain the rights required for assessment, academic integrity checks and repository/deposit processes. The anonymised dataset will be created for the dissertation and handled under UWTSD research data policies.



		11

		Resources



		Resources required are limited to an online survey platform, Microsoft Excel/Word, IBM SPSS, password-protected storage and university supervision. No external funding is required. Storage costs are expected to be minimal and met through standard university/student resources.







SECTION Q: Risk Assessment 



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



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



		1

		Full risk assessment completed and appended? 

		YES

		NO



		

		

		☐

		☒



		Risks to participants, researchers, and the University 



		2

		Social risks: disclosures that could affect participants standing in the community, in their family and their job.

		YES

		NO



		

		

		☒

		☐



		Risk:Risk: Low social risk: participants may comment on anxiety, occupation insecurity or digital change at work. If identifiable details were disclosed, this could affect their employment relationship.	





(this box should expand as you type)

		How addressed: The survey will be anonymous, will not request names or employer names, and will report only aggregated results. Participants will be told not to include identifying information. No organisation will be named.



		3

		Legal risks: activities that could result in the participant, researchers and / or University committing an offence; activities that might lead to a participant disclosing criminal activity to a researcher which would necessitate reporting to enforcement authorities; activities that could result in a civil claim for compensation

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?





		4

		Economic harm: financial harm to participant, researcher and / or University through disclosure or other event.

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?







		5

		Reputational risk: damage to public perception of University or the University / researchers’ reputation in the eyes of funders, the research community and / or the general public.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?









		6

		Safeguarding risks:  Risk to young people, vulnerable adults and / or researcher from improper behaviour, abuse or exploitation. Risk to researcher of being in a comprising situation, in which there might be accusations of improper behaviour.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?









		7

		Sensitive, embarrassing or upsetting topics. If research activity may include sensitive, embarrassing or upsetting topics 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.  

		YES

		NO



		

		

		☐

		☒



		







(this box should expand as you type)



		

		Health and safety risks



		8

		Location hazards: for example: fire; visiting or working in participant’s homes; working in remote locations and in high crime areas; overseas travel; hot, cold or extreme weather conditions; working on or by water. Also hazardous work locations, such as construction sites, confined spaces, roofs or laboratories. For overseas travel, researchers will need to check country / city specific information, travel health requirements and consider emergency arrangements as part of their research planning. In all cases the University’s International Travel Policy must be followed.

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?









		9

		Activity hazards: for example: potentially mentally harmful activities; distressing and stressful work and content; driving; tripping, or slipping; falling from height; physically demanding work; lifting, carrying, pushing and pulling loads; night time and weekend working.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?







		10

		Machinery and equipment: for example: ergonomic hazards, including computer workstations and equipment; contact with electricity; contact with moving, rotating, ejecting or cutting parts in machinery and instruments; accidental release of energy from machines and instruments.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?





		11

		Chemicals and other hazardous substances: the use, production, storage, waste, transportation and accidental release of chemicals and hazardous substances; flammable, dangerous and explosive substances; asphyxiating gases; allergens; biological agents, blood and blood products. 

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?









		12

		Physical agents: for example: excessive noise exposure, hand-arm vibration and whole body vibration; ionising radiation; lasers; artificial optical radiation and electromagnetic fields

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?







		13

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

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?


















SECTION R: Disclosure and Barring Service



		Disclosure and Barring Service



		1

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

		YES



		NO



		N/A





		

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

		☐

		☐

		☒



		2

		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.

		N/A - no children or vulnerable adults will be recruited.









[bookmark: SEX_S]SECTION S: Declaration

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



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





		1

		Name of applicant

		Sharmin Jahan Bithy



		2

		Electronic or written signature of applicant:

		Sharmin Jahan Bithy



		3

		Date

		June 2026



		4

		Name of Director of Studies

		To be completed/confirmed by UWTSD



		5

		Electronic or written signature of Director of Studies:

		To be completed by Director of Studies/Supervisor



		6

		Date

		To be completed by Director of Studies/Supervisor







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

		1

		☐

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



		2

		☐

		I have completed all relevant sections of the form in full.



		3

		☐

		I have attached a copy of the Participant Information Sheet (PIS) or Consent Form



		4

		☐

		I have attached a completed copy of the Trusted Research and Innovation Checklist (where applicable)



		5

		☐

		I have attached a full risk assessment (where appropriate) 



		6

		☐

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



		7

		☐

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Data Management Policy



		8

		☐

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Export Control Policy



		9

		☐

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Open Access Research Policy



		10

		I have completed the following appendices:

		1

		☐

		2

		☐

		3

		☐

		4

		☐



		

		

		5

		☐

		6

		☐

		7

		☐

		8

		☐







		

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.














[bookmark: APP_1]APPENDIX 1 – Grant or Contract Funding



		A1.1

		Has your research been awarded external funding?

		YES

		☐

		NO

		☒



		A1.2

		Have you applied for funding / awaiting decision?

		YES

		☐

		NO

		☒



		A1.3

		Are you intending to apply for funding?

		YES

		☐

		NO

		☒



		A1.4

		[bookmark: _Hlk152243903]Funding Body

		N/A - no external funding is awarded, applied for or intended for this dissertation research.



		A1.5

		Lead institution (grant holder)

		N/A - no external funding is awarded, applied for or intended for this dissertation research.



		A1.6

		If awarded, grant reference

		N/A - no external funding is awarded, applied for or intended for this dissertation research.



		A1.7

		If awarded, grant value

		N/A - no external funding is awarded, applied for or intended for this dissertation research.



		A1.8

		If awarded, start date and duration

		N/A - no external funding is awarded, applied for or intended for this dissertation research.







		

		

		

		

		





		Return to the main form












[bookmark: APP_2]APPENDIX 2: External Collaborative Research Activity



		INSTITUTION 1                        



		[bookmark: _Hlk152247185]A2.1

		Name

		N/A - no external collaborating institution or organisation is involved in this study.



		A2.2

		Researcher name and position 

		N/A - no external collaborating institution or organisation is involved in this study.



		A2.3

		Role in project (e.g. co-investigator)

		N/A - no external collaborating institution or organisation is involved in this study.



		A2.4

		Contact e-mail address

		N/A - no external collaborating institution or organisation is involved in this study.



		A2.5

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☒

		☐



		[bookmark: _Hlk152841402]

		

		N/A - Section D states that there are no external collaborative partners. Therefore, no external partner ethical approval is required.







		INSTITUTION 2                      



		A2.6

		Name

		N/A - no external collaborating institution or organisation is involved in this study.



		A2.7

		Researcher name and position 

		N/A - no external collaborating institution or organisation is involved in this study.



		A2.8

		Role in project (e.g. co-investigator)

		N/A - no external collaborating institution or organisation is involved in this study.



		A2.9

		Contact e-mail address

		N/A - no external collaborating institution or organisation is involved in this study.



		A2.10

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☒

		☐



		

		

		N/A - Section D states that there are no external collaborative partners. Therefore, no external partner ethical approval is required.







		INSTITUTION 3                       



		A2.11

		Name

		N/A - no external collaborating institution or organisation is involved in this study.



		A2.12

		Researcher name and position 

		N/A - no external collaborating institution or organisation is involved in this study.



		A2.13

		Role in project (e.g. co-investigator)

		N/A - no external collaborating institution or organisation is involved in this study.



		A2.14

		Contact e-mail address

		N/A - no external collaborating institution or organisation is involved in this study.



		A2.15

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☒

		☐



		

		

		N/A - Section D states that there are no external collaborative partners. Therefore, no external partner ethical approval is required.







Add additional collaborators as needed



		

		

		

		

		





		Return to the main form





[bookmark: APP_3]




APPENDIX 3: Research Undertaken Outside of the UK



		A3.1

		Research activity outside of the UK

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



		N/A - The study is based on UK retail employees and will be conducted through an online questionnaire. No overseas research activity, local overseas data collection, local supervisor, overseas site permission or overseas ethical approval is required.



		A3.2

		Responsible Research and Innovation

If research is taking place overseas please refer to the UWTSD Trusted Research and Innovation Policy and complete the Trusted Research and Innovation Checklist and submit it with this form.



		A3.3

		Confirm that you have read the Trusted Research and Innovation Policy

		N/A - Appendix 3 is not required because Section E confirms that no research activity will be undertaken outside the UK.







		If you are a postgraduate research student working with a research supervisor or research advisor at your local university then you do not need to fill in any more sections of this appendix.

If you are working in a research collaboration with an overseas partner please complete the remaining sections of this appendix.

		Return to the main form





[bookmark: _Hlk160779412]

		Organisational Details



		A3.4

		Name of Organisation 



		N/A - no overseas partner organisation is involved in this research.



		A3.5

		Country where organisation is based:



		N/A - no overseas partner organisation is involved in this research.



		A3.6

		Registration number and name of registration body (examples of relevant registration bodies are government, tax, corporation, charity, educational authority):



		N/A - no overseas partner organisation is involved in this research.



		A3.7

		What is the legal status of the organisation? (for example: public university, private university, charity, private company, non-profit making company, government research organisation, independent research organisation) Please include the date of foundation. Note: We may be required to ask for evidence of this at a later stage.



		N/A - no overseas partner organisation is involved in this research.



		A3.8

		Is your organisation affiliated to any other organisation? (i.e. is the organisation legally part of a larger organisation or a group of larger organisations).



		N/A - no overseas partner organisation is involved in this research.



		A3.9

		Name(s) of investigators in the organisation who will be responsible for the collaborative research and innovation 



		N/A - no overseas partner organisation is involved in this research.









		About New Partners



		A3.10

		Why does a partner want to work with you?



		N/A - no overseas partner organisation is involved in this research.



		A3.11

		What are they expecting in return for their financial support or involvement?



		N/A - no overseas partner organisation is involved in this research.





		A3.12

		Is the organisation associated with a country which may be viewed as hostile to the UK or one which has different democratic and ethical values from our own? If you have ticked YES, please briefly describe below how you will maintain the UK’s democratic and ethical values within the research.

		YES

		NO



		

		

		☐

		☒



		N/A - no overseas partner organisation is involved; no such risk has been identified.



		A3.13

		Has due diligence into the partner identified any involvement in research on behalf of the military or police with links to a hostile state? If you have ticked YES, please summarise below how you will prevent information from this research from being released to these organisations.

		YES

		NO



		

		

		☐

		☒



		N/A - no overseas partner organisation is involved; no such risk has been identified.



		A3.14

		Set within the context of any information gained from due diligence, could your research be misused or have unintended applications which would be negative? If you have ticked YES, please summarise below how this might occur.

		YES

		NO



		

		

		☐

		☒



		N/A - no overseas partner organisation is involved; no such risk has been identified.



		A3.15

		Are there any legal, regulatory or university policy constraints on undertaking your research with this partner? If you have ticked YES, please summarise these below.

		YES

		NO



		

		

		☐

		☒



		N/A - no overseas partner organisation is involved; no such risk has been identified.



		A3.16

		Having considered the answers to questions A3.10-A3.15, are there potential reputational or ethical risks to you or the university? If you have ticked YES, please summarise these risks below.

		YES

		NO



		

		

		☐

		☒



		N/A - no overseas partner organisation is involved; no such risk has been identified.









		About Research Relationships

		YES

		NO



		A3.17

		Are the terms of any proposed Memorandum of Understanding (MoU) in keeping with the expectations of your department and university?

		☐

		☒



		A3.18

		Are you providing existing intellectual property (IP), research data, confidential or personally identifiable data to the project? If so, how is this going to be protected?

		☐

		☒





		N/A - no overseas research relationship, MoU, partner IP, partner IT access or physical separation requirement applies.



		A3.19

		Who will own any IP that is generated?



		N/A - no overseas research relationship, MoU, partner IP, partner IT access or physical separation requirement applies.



		A3.20

		What plans do you have in place for protecting the resulting IP?



		N/A - no overseas research relationship, MoU, partner IP, partner IT access or physical separation requirement applies.



		A3.21

		What contractual requirements are you able to put in place to protect the interests of your academic institutions?



		N/A - no overseas research relationship, MoU, partner IP, partner IT access or physical separation requirement applies.



		A3.22

		What access will the research partner have to your IT network? If they do have access, what broader visibility might this provide?



		N/A - no overseas research relationship, MoU, partner IP, partner IT access or physical separation requirement applies.



		A3.23

		Is there any physical separation or protection required between research in similar fields?



		N/A - no overseas research relationship, MoU, partner IP, partner IT access or physical separation requirement applies.









		About Existing Partners



		A3.24

		Would proceeding with the research raise potential conflicts of interest with existing research partners? If you have ticked YES, please explain these conflicts below.

		YES

		NO



		

		

		☐

		☒



		N/A - no external/overseas partner or existing partner conflict is relevant to this student dissertation.



		A3.25

		Have you spoken with your existing partners about any potential conflict of interest? If you have ticked YES, please briefly summarise their response(s) below.

		YES

		NO



		

		

		☐

		☒



		N/A - no external/overseas partner or existing partner conflict is relevant to this student dissertation.



		A3.26

		Does any non-disclosure agreement for this project include an expectation that you will need to provide visibility to existing partners? If you have ticked YES, please explain below how this will be managed.

		YES

		NO



		

		

		☐

		☒



		N/A - no external/overseas partner or existing partner conflict is relevant to this student dissertation.



		A3.27

		Will this research breach any existing contractual agreements that you, your department or university already have? If you have ticked YES, please explain below how this will be managed.

		YES

		NO



		

		

		☐

		☒





		







		

		

		

		

		





		Return to the main form










[bookmark: APP_4]APPENDIX 4: Research with Vulnerable People



		Will the research involve data processing involving the following data subjects:

		YES

		NO



		A4.1

		Children under 16

		☐

		☒



		A4.2

		Adults with learning disabilities

		☐

		☒



		A4.3

		Adults with other forms of mental incapacity or mental illness

		☐

		☒



		A4.4

		Adults in emergency situations

		☐

		☒



		A4.5

		Prisoners or young offenders

		☐

		☒



		A4.6

		Those who could be considered to have a particularly dependent relationship with the investigator, e.g. members of staff, students

		☐

		☒



		A4.7

		People who have not given their explicit consent to participate in the project

		☐

		☒



		A4.8

		People engaged in illegal activities

		☐

		☒



		A4.9

		Any other people who can be considered vulnerable in the context of this project

		☐

		☒



		Please justify the inclusion of the above people (if applicable), explaining why the research cannot be conducted on non-vulnerable people.



		A4.10

		N/A - the project recruits adult UK retail employees only. Children, vulnerable adults, prisoners and people unable to give explicit consent will be excluded.



		Please give details of extra steps taken to assure the protection of vulnerable people participating in the research.  You should describe any arrangements to be made for obtaining consent from a legal representative.



		A4.11

		N/A - no vulnerable people will be recruited. Screening information and the participant information sheet will confirm that participation is voluntary and for adults only.



		It is the researcher’s responsibility to check whether a DBS check (or equivalent) is required and to obtain one if it is needed. Please confirm:



		A4.12

		DBS Check required? 

		YES

		NO



		

		

		☐

		☒



		A4.13

		DBS certificate obtained? 

		YES

		NO

		N/A



		

		

		☐

		☐

		☒







		

		

		

		

		





		Return to the main form










[bookmark: APP_5]APPENDIX 5: Research Involving Animals

		The use of animals in research is tightly governed and monitored by law and by the Home Office, specifically under the Animals (Scientific Procedures) Act 1986 and its accompanying codes of practice and processes. The Act regulates procedures that are carried out on protected animals for scientific or educational purposes that may cause pain, suffering, distress or lasting harm. Under the Act, a protected animal is ‘any living vertebrate, other than man, and any living cephalopod’. The University does not hold a Home Office issued Establishment Licence and therefore researchers must ensure that any proposed work involving animals is either exempt from the Act or falls outside of its scope. Exempted research, for example involving routine veterinary practice or clinical veterinary research, may still require external ethical approval from the Royal Society of Veterinary Surgeons. When undertaking collaborative research involving animals, the UWTSD Research Ethics Committee must be assured that the partner institution(s) conform to the appropriate regulatory framework or legislation, and have approval from their local Research Ethics Committee. Any such work must follow the guidance of the National Centre for the Replacement, Reduction and Refinement of Animals in Research, known as the 3Rs.  In all cases, advise must be sought from INSPIRE for any proposed research involving animals, either at UWTSD, or by research collaborators in partnership with UWTSD. This should be at the very early stages of research design, so that an appropriate due diligence exercise can be undertaken.



		Will the research involve any work with any of the following animals (including observation in their natural habitat)

		YES

		NO



		[bookmark: _Hlk156319509]A5.1

		Any living vertebrates, other than humans?

		☐

		☒



		A5.2

		Any living cephalopods?

		☐

		☒



		A5.3

		[bookmark: _Hlk156462984]Has INSPIRE undertaken an initial due diligence exercise?

		☐

		☒



		A5.4

		[bookmark: _Hlk156464303]Due diligence assessment appended to this application?

		☐

		☒



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 



		[bookmark: _Hlk156464347]A5.5

		N/A - the study involves human questionnaire respondents only and no non-human animals.







		

		

		

		

		





		Return to the main form










[bookmark: APP_6]APPENDIX 6: Research with Staff or Offenders in Prison Establishments and Probation Services 



		Research with staff and/or offenders in prison establishments, the Probation Service or within His Majesty’s Prison and Probation Services requires additional approvals.



		Will the research involve any of the following?

		YES

		NO



		A6.1

		Staff in prison establishments

		☐

		☒



		A6.2

		Offenders in prison establishments

		☐

		☒



		A6.3

		The Probation Service

		☐

		☒



		A6.4

		His Majesty’s Prison and Probation Services

		☐

		☒



		☒



		A6.5

		[bookmark: _Hlk156464314]Has INSPIRE undertaken an initial due diligence exercise?

		☐

		☒



		A6.6

		Have you applied to the HMPPS National Research Committee (NRC)?

		☐

		☒



		A6.7

		Has HMPPS National Research Committee approval been granted? If yes, please append to this application. 

		☐

		☒



		A6.8

		Due diligence assessment appended to this application?

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 



		A6.9

		







		

		

		

		

		





		Return to the main form










[bookmark: APP_7]APPENDIX 7:  Health and Social Care Research 

		All health and social care research must have a sponsor as defined by the Health Research Authority UK Policy Framework for Health & Social Care.  The University will under no circumstances act as the sponsor of health and social care research (i.e. that which requires approval by a NHS Research Ethics Committee). In all cases, therefore, an appropriate collaborating partner must lead the research.  Any health and social care research therefore requires an initial due diligence exercise, which will be undertaken by INSPIRE. The purpose of the due diligence exercise is to ensure that the University has the capability to undertake the research, either independently or in collaboration with research partners. This will include advice on suitable collaborative arrangements and the appropriate involvement of UWTSD researchers in the proposed research study.  This is likely to apply to the following areas:



		Will the data processing involve:

		YES

		NO



		A7.1

		Participants who have been recruited on the basis of medical and health conditions, life stage or other physical or mental attribute.

		☐

		☒



		A7.2

		Participants who will engage in physical exercise, activity or exertion of any kind, or who use exercise equipment, assistive devices or other apparatus for the purposes of the research study. This includes interventions that are minimally invasive.

		☐

		☒



		A7.3

		Patients and users of the NHS (including NHS patients treated in the private sector).

		☐

		☒



		A7.4

		Individuals identified as potential participants because of their status as relatives or carers of patients and users of the NHS.

		☐

		☒



		A7.5

		Patients who are cared for in private and voluntary sector nursing homes.

		☐

		☒



		A7.6

		Confidential patient information.

		☐

		☒



		A7.7

		Clinical trial of a medicinal product or medical device.

		☐

		☒



		A7.8

		Access to organs or other bodily material of past and present NHS patients, or any material consisting of or containing human cells.

		☐

		☒



		A7.9

		Use of human tissue (including non-NHS sources) where the collection is not covered by a Human Tissue Authority licence.

		☐

		☒



		A7.10

		Foetal material and IVF involving NHS patients.

		☐

		☒



		A7.11

		The recently deceased under NHS care.

		☐

		☒



		A7.12

		NHS staff or premises.

		☐

		☒



		A7.13

		Practising midwives conducting a clinical trial.

		☐

		☒



		A7.14

		Investigational medicinal product.

		☐

		☒



		A7.15

		Medical devices that are not CE-marked or CE-marked medical devices that have been modified or are being used for a new purpose.

		☐

		☒



		A7.16

		Exposure to ionising radiation.

		☐

		☒



		A7.17

		Other health and social care related research.

		☐

		☒



		N/A - participants are not selected because of health or social care needs; no NHS, patient, clinical, exercise, tissue or medical-device element is involved.

		

		



		Researchers proposing to work on projects involving health and social care research must check whether their study meets the HRA definition of research and whether it should undergo ethics review by a NHS Research Ethics Committee. If you have answered YES to any of questions A7.1-A7.17 then this is likely to be the case and sponsorship by a third party will be required. This can be checked via the Health Research Authority’s Decision Tool : https://www.hra-decisiontools.org.uk/research/  



		A7.18

		Does the research meet the HRA definition of research?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.19

		Is the Research being sponsored by a collaborating partner?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.20

		Has NHS ethics approval been granted?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.21

		Has INSPIRE undertaken an initial due diligence exercise?

		YES 

		NO



		

		

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. If you have not contacted INSPIRE, please do immediately. 



		A7.22

		







		A7.23

		Have you been granted NHS ethical approval?

		YES ☐

		Click to continue to Section R

		NO ☒

		Return to the main form












[bookmark: APP_8]APPENDIX 8: Export Control for Research with Potential Military End Uses

		Export controls apply to the physical, electronic or oral transmission outside the UK of applied research, sensitive technology, software and equipment that could potentially be misused, either directly or indirectly, for military purposes. These legal controls are a serious obligation and UWTSD researchers must actively manage the risks of these being misused to fuel conflict, threaten national security, support terrorism and crime, violate human rights or proliferate Weapons of Mass Destruction.  UWTSD’s Export Control Policy provides a clear six step process to determine if your research is covered by export controls. Please complete the following screening to judge if you need to compete a full export control assessment. If you are in any doubt, then please contact INSPIRE. Any research in UWTSD involving the following high-risk areas must be screened.

Will the research involve:



		Defence

		YES

		NO



		A8.1

		Military equipment and munitions

		☐

		☒



		A8.2

		Defence equipment, including satellites

		☐

		☒



		A8.3

		Technical data, including some border and port information

		☐

		☒



		A8.4

		Dual use research

		☐

		☒



		Materials and Technologies

		YES

		NO



		A8.5

		Nuclear materials, facilities and equipment

		☐

		☒



		A8.6

		Chemicals, microorganisms and toxins

		☐

		☒



		A8.7

		Electronics design, development and production

		☐

		☒



		 A8.8

		Computers

		☐

		☒



		A8.9

		Telecommunications

		☐

		☒



		A8.10

		Sensors and lasers

		☐

		☒



		A8.11

		Navigation and avionics

		☐

		☒



		A8.12

		Marine technology

		☐

		☒



		A8.13

		Composite materials

		☐

		☒



		A8.14

		Aerospace and propulsion

		☐

		☒



		Sensitive Information

		YES

		NO



		A8.15

		Cryptology

		☐

		☒



		A8.16

		Counterterrorism

		☐

		☒



		A8.17

		Counternarcotics

		☐

		☒



		A8.18

		Cyber-related

		☐

		☒



		A8.19

		Non-proliferation

		☐

		☒



		A8.20

		Transnational criminal organisations

		☐

		☒










		Genetic Resources

		YES

		NO



		A8.21

		Genetic material of actual or potential value

		☐

		☒



		A8.22

		Organisms, or parts thereof

		☐

		☒



		A8.23

		Populations (or organisms)

		☐

		☒



		A8.24

		Other biotic components of ecosystems

		☐

		☒



		A8.25

		Domesticated or cultivated species in which the evolutionary process has been influenced by humans

		☐

		☒







		Will you be exporting military or dual-use technology, now or possibly in the future? This information may take many forms, including:

		YES

		NO



		A8.26

		Physical transfer of goods, technologies, material or equipment

		☐

		☒



		A8.27

		Blueprints

		☐

		☒



		A8.28

		Plans

		☐

		☒



		A8.29

		Diagrams

		☐

		☒



		A8.30

		Models

		☐

		☒



		A8.31

		Formulae

		☐

		☒



		A8.32

		Tables

		☐

		☒



		A8.33

		Engineering designs and specifications

		☐

		☒



		A8.34

		Manuals and instructions

		☐

		☒



		A8.35

		Software

		☐

		☒



		A8.36

		Know-how

		☐

		☒







		Will your project transfer technology using any of the following physical methods?

		YES

		NO



		A8.37

		USB flash drives

		☐

		☒



		A8.38

		Portable hard drives

		☐

		☒



		A8.39

		Laptops

		☐

		☒



		A8.40

		Tablets

		☐

		☒



		A8.41

		Intangible forms by using electronic media, such as email, phone storage and cloud file sharing

		☐

		☒



		A8.42

		Physical exports

		☐

		☒







		Will your project involve any of the following?

		YES

		NO



		A8.43

		Oral transfer by phone or videoconferencing or presentations

		☐

		☒



		A8.44

		Travelling overseas for any purpose, while unintendingly carrying any of the above.

		☐

		☒



		A8.45

		Will you be hosting foreign visitors?

		☐

		☒










		If you answer YES to any of questions A8,1-A8.45 then you should complete a full export control assessment and append that to this application. Before doing this please contact INSPIRE who will advise further.

		YES

		NO



		A8.46

		Full export control assessment required?

		☐

		☒



		A8.47

		Full export control assessment completed?

		☐

		☒



		A8.48

		Full export control assessment appended?

		☐

		☒







		

		

		

		

		





		Return to the main form
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Dataset-Bithy.xlsx


Dataset-Bithy.xlsx
Responses

		Consent		Age18		UKRetail		DigChange		AgreeParticip		Eligible		Age		Gender		Role		EmpStatus		Experience		Sector		DaysUse		PDT1		PDT2		PDT3		PDT4		PU1		PU2		PU3		PEOU1		PEOU2		PEOU3		OS1		OS2		OS3		OS4		EA1		EA2		EA3		EA4		EA5		JA1		JA2		JA3		JA4		JA5

		1		1		1		1		1		1		2		1		2		3		2		1		4		5		4		4		4		5		5		4		4		4		4		4		5		4		4		4		5		5		4		4		2		2		5		2		4

		1		1		0		1		1		0		2		1		3		1		1		1		0		2		5		5		5		5		5		5		5		3		5		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		1		1		6		2		2		6		5		1		3		3		4		4		5		4		5		3		3		4		3		4		4		4		4		4		4		3		3		3		3		3		3

		1		1		1		1		1		1		2		1		3		1		1		1		7		3		1		2		2		5		5		5		5		5		5		5		3		4		3		4		4		3		4		4		4		3		3		4		4

		1		1		1		1		1		1		1		1		2		1		2		2		5		2		3		3		3		3		3		1		1		1		2		2		2		2		2		2		2		2		1		4		4		4		3		3		2

		1		1		1		1		1		1		2		1		2		3		2		3		3		1		2		3		1		1		2		2		2		2		2		2		1		1		2		2		2		2		2		2		1		2		2		2		3

		1		1		0		1		1		0		1		2		2		2		1		2		5		5		5		4		5		4		5		5		4		3		3		3		4		4		3		4		4		4		4		4		5		4		5		5		5

		1		1		1		1		1		1		1		1		2		3		2		1		5		4		5		5		5		4		4		4		4		4		4		3		4		4		4		4		4		4		4		4		2		3		5		2		5

		1		1		1		1		1		1		2		2		6		2		1		6		3		4		3		3		4		3		4		5		3		3		2		4		4		4		4		5		5		4		4		4		3		2		4		2		4

		1		1		0		1		1		0		1		1		6		5		1		3		2		1		1		5		5		5		5		5		5		5		5		4		5		5		5		5		5		5		5		5		5		5		5		1		4

		1		1		1		1		1		1		1		2		3		1		2		6		5		2		5		5		4		5		4		4		5		5		4		3		4		5		3		3		5		4		5		4		2		5		3		4		5

		1		1		1		1		1		1		2		1		3		2		2		6		2		1		1		1		2		1		2		3		3		3		3		3		4		2		3		3		3		3		4		3		3		4		4		3		2

		1		1		1		1		1		1		2		1		1		1		2		1		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		4		5

		1		1		1		1		1		1		2		1		3		2		2		2		5		4		5		4		4		4		5		4		4		3		4		4		5		4		4		5		5		4		5		3		2		2		1		4		2

		1		1		1		1		1		1		4		1		5		1		5		3		6		4		4		5		4		5		5		4		5		4		5		5		5		5		5		5		4		4		4		5		1		1		2		4		2

		1		1		1		1		1		1		1		1		2		1		2		1		0		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5

		1		1		1		1		1		1		1		1		1		1		1		1		7		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5

		1		1		1		1		1		1		1		1		2		2		2		2		5		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		0		0		0		0		0		2		1		3		2		2		2		7		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		5		4		5		4		5

		1		1		1		1		1		1		3		1		3		2		2		2		3		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		3		1		3		3		2		3		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		1		1		2		2		2		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		3		2		3		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		2		2		2		6		5		4		5		5		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		2		2		2		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		2		2		3		3		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		5		1		4		1		5		1		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		4		1		4		2		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		2		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		3		2		2		2		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		3		2		2		3		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		3		2		3		3		2		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		1		3		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		2		2		3		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		3		2		3		3		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		1		2		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		2		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		3		5		4		5		4		5		5		4		5		5		4

		1		1		1		1		1		1		3		1		3		3		4		4		5		3		3		3		3		3		3		3		3		3		3		3		3		3		3		3		3		3		3		3		3		3		3		3		3

		1		1		1		1		1		1		2		1		2		2		2		2		1		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		3		2		2		4		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		2		2		3		4		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		2		2		2		2		1		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		5		4		5		4		5		4		5

		1		1		1		1		1		1		3		1		3		2		4		5		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		3		2		2		2		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		2		2		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		3		2		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		3		3		2		3		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		4		1		3		2		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		2		2		3		2		5		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		2		1		2		2		2		3		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		3		2		3		1		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		4		3		3		5		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		2		2		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		4		5		4

		1		1		1		1		1		1		2		1		2		2		2		2		7		5		4		5		4		5		4		5		5		5		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		2		3		3		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		1		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		2		3		3		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		2		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		1		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		1		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		2		1		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		4		3		3		3		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		4

		1		1		1		1		1		1		2		1		3		3		3		3		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		2		2		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		4		4		4		5		4		5		4		4

		1		1		1		1		1		1		1		1		2		2		2		2		7		5		4		5		4		5		4		5		5		4		5		5		5		4		4		5		4		5		5		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		1		1		1		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		4

		1		1		1		1		1		1		2		2		2		2		3		5		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		2		3		2		3		3		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		3		1		2		3		6		4		5		4		5		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		1		2		3		4		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		3		3		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		1		1		1		2		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		3		1		1		3		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		3		2		3		2		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		2		2		2		3		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		5		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		1		1		2		2		6		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		2		1		3		2		2		2		6		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		1		1		3		2		3		3		4		4		5		4		5		5		4		5		4		5		4		5		4		5		5		5		4		3		2		1		5		4		3		2		1

		1		1		1		1		1		1		1		1		2		2		2		2		7		5		4		5		5		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		3		3		3		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		4

		1		1		1		1		1		1		2		1		3		2		2		2		6		5		4		5		4		5		5		4		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		2		1		2		2		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		4		3		4		4		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		1		1		1		2		1		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		2		3		1		0		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		4		3		2		3		7		5		4		5		4		5		4		5		1		1		1		1		1		1		1		2		2		2		2		2		2		2		2		2		2

		1		1		1		1		1		1		3		1		2		2		2		3		5		4		4		4		4		4		4		4		4		4		4		4		5		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		4		1		2		1		2		2		5		4		5		4		5		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		2		2		2		7		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		3		1		2		3		4		5		5		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		1		1		4		3		4		2		1		2		2		2		2		2		2		2		2		2		2		2		2		2		2		2		2		2		2		2		2		2		2		2		2

		1		1		1		1		1		1		3		1		5		4		3		3		6		3		4		3		4		3		4		3		3		3		4		3		4		3		3		3		4		3		4		3		4		3		4		3		4

		1		1		1		1		1		1		2		2		5		4		5		5		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		3		3		3		3		2		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		3		2		3		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		4		5		4		5		4		5

		1		1		1		1		1		1		2		1		3		2		2		2		2		4		4		4		4		5		4		5		4		5		4		3		4		3		4		3		4		3		4		3		4		3		4		3		4

		1		1		1		1		1		1		3		2		3		3		3		3		5		4		5		4		5		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		3		3		3		2		6		4		5		4		5		5		4		5		5		4		3		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		2		2		1		3		5		3		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		2		1		2		4		6		5		4		5		4		4		4		4		4		4		4		5		4		4		4		4		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		2		2		4		2		3		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		2		1		3		2		2		3		4		4		5		4		5		4		5		4		4		5		4		4		5		4		5		5		4		5		4		4		4		5		4		5		4

		1		1		1		1		1		1		3		1		2		1		2		2		4		4		4		4		4		4		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		1		2		2		4		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		3		2		3		3		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		3		1		4		2		1		3		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		3		1		4		3		1		3		4		5		4		5		4		5		4		5		4		4		4		5		4		5		4		5		4		5		4		5		4		4		4		4		4

		1		1		1		1		1		1		2		1		3		3		2		3		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		2		1		2		2		2		2		3		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		3		1		2		1		2		3		3		4		4		4		4		4		4		4		4		3		4		4		3		4		3		4		3		4		3		4		4		3		4		3		4

		1		1		1		1		1		1		2		1		2		2		2		2		3		5		4		5		4		4		3		4		4		4		4		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		1		2		2		4		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		1		2		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		1		1		2		2		2		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		2		1		3		2		3		3		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		3		1		1		2		2		2		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		4		2		4		3		3		4		4		5		4		5		5		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		3		3		2		3		3		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		4		2		2		2		2		4		5		5		4		3		2		5		4		3		5		4		3		4		4		4		4		5		4		5		4		5		5		4		4		4		3

		1		1		1		1		1		1		3		2		2		2		2		2		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		3		4		3		4		3		4

		1		1		1		1		1		1		4		2		4		4		4		5		3		4		3		4		4		4		4		4		4		4		4		5		4		5		5		5		4		5		4		5		5		4		5		5		4

		1		1		1		1		1		1		2		1		1		1		1		2		3		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		3		1		2		1		3		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		3		1		3		3		2		2		7		5		4		5		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		1		1		5		4		2		2		4		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		3		2		1		5		4		3		2		1

		1		1		1		1		1		1		2		2		3		1		1		2		2		3		4		3		3		2		3		2		3		3		3		4		3		4		4		5		4		5		4		4		5		4		5		4		5

		1		1		0		1		1		0		2		2		3		2		1		1		3		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		1		1		2		1		2		2		2		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		3		1		2		3		2		4		5		5		5		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		1		2		3		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		3		2		2		3		3		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		3		3		3		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		3		3		3		4		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		4		1		2		4		7		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		4		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		2		3		4		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		3		3		2		3		3		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		3		3		3		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		2		3		3		4		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		2		2		2		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		4		2		3		2		4		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		2		3		3		3		1		4		4		5		4		5		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		1		2		3		2		4		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		1		3		4		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		4		4		4		5		5		1		2		1		2		2		1		2		2		1		2		2		1		2		1		2		1		2		1		2		2		1		2		1		2

		1		1		1		1		1		1		3		1		3		2		2		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		4		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		2		3		3		4		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		4		5		4		5		4		5

		1		1		1		1		1		1		2		1		2		2		2		3		4		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		4		1		2		1		1		2		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		2		2		2		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		3		2		3		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		4		2		3		3		4		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		1		1		3		3		3		2		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		2		2		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		2		3		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		3		3		3		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		3		1		2		2		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		3		3		3		4		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		4		1		3		3		3		3		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		4		1		5		1		5		5		7		4		4		4		3		4		4		3		3		3		4		3		3		3		4		3		3		3		4		3		4		4		4		4		4

		1		1		1		1		1		1		1		1		4		2		3		3		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4

		1		1		1		1		1		1		1		1		4		3		2		3		6		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		3		1		2		1		2		2		2		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5

		1		1		1		1		1		1		2		1		1		2		2		3		5		5		4		5		4		5		4		5		5		4		5		5		4		5		4		5		4		5		4		5		5		4		5		4		5






image23.emf
SPSS Output.pdf


SPSS Output.pdf
Frequencies

Statistics
Age Gender Role EmpStatus Experience Sector DaysUse

N Valid 158 158 158 158 158 158 158

Missing 0 0 0 0 0 0 0

Frequency Table
Age
Cumulative
Frequency Percent Valid Percent Percent

Valid 18 to 24 36 22.8 22.8 22.8

25 to 34 66 41.8 41.8 64.6

35to 44 45 28.5 28.5 93.0

45 to 54 10 6.3 6.3 99.4

55 or above 1 .6 .6 100.0

Total 158 100.0 100.0

Gender
Cumulative
Frequency Percent Valid Percent Percent

Valid Male 144 91.1 91.1 91.1

Female 14 8.9 8.9 100.0

Total 158 100.0 100.0

Role
Cumulative
Frequency Percent Valid Percent Percent

Valid Frontline/customer-facing 12 7.6 7.6 7.6

Sales assistant 70 44.3 44.3 51.9

Warehouse/stockroom 52 32.9 32.9 84.8

Supervisor/team leader 17 10.8 10.8 95.6

Middle manager or above 5 3.2 3.2 98.7

Other retail role 2 1.3 1.3 100.0

Total 158 100.0 100.0
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EmpStatus

Cumulative
Frequency Percent Valid Percent Percent
Valid Full-time, permanent 42 26.6 26.6 26.6
Part-time, permanent 76 48.1 48.1 74.7
Temporary/seasonal/fixed- 35 22.2 22.2 96.8
term
Zero-hours/casual 5 3.2 3.2 100.0
Total 158 100.0 100.0
Experience
Cumulative
Frequency Percent Valid Percent Percent
Valid Less than 6 months 12 7.6 7.6 7.6
6 months to less than 1 89 56.3 56.3 63.9
year
1to 3 years 45 28.5 28.5 92.4
4 to 6 years 8 51 5.1 97.5
7 years or more 4 25 25 100.0
Total 158 100.0 100.0
Sector
Cumulative
Frequency Percent Valid Percent Percent
Valid Supermarket/grocery 11 7.0 7.0 7.0
Fashion/clothing/footwear 63 39.9 39.9 46.8
Electronics/technology 58 36.7 36.7 83.5
Health/beauty/pharmacy 13 8.2 8.2 91.8
Home/furniture/DIY 9 5.7 5.7 97.5
Other retail sector 4 25 25 100.0
Total 158 100.0 100.0






DaysUse

Cumulative
Frequency Percent Valid Percent Percent

Valid  0days 2 1.3 1.3 1.3
1 days 4 25 2.5 3.8
2 days 10 6.3 6.3 101
3 days 15 9.5 9.5 19.6
4 days 24 15.2 15.2 34.8
5 days 41 259 259 60.8
6 days 24 15.2 15.2 75.9
7 days / Every day 38 241 241 100.0
Total 158 100.0 100.0

Bar Chart
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Scale: Perceived Digital Transformation

Reliability





Case Processing Summary

N %

Cases Valid 158 100.0
Excluded® 0 0
Total 158 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha ltems N of ltems
.866 877 4

Item Statistics

Mean Std. Deviation N
PDT1 4.57 .847 158
PDT2 3.98 .558 158
PDT3 4.59 757 158
PDT4 3.98 547 158

Inter-ltem Correlation Matrix

PDT1 PDT2 PDT3 PDT4
PDT1 1.000 .508 .868 .505
PDT2 .508 1.000 .584 .812
PDT3 .868 .584 1.000 .566
PDT4 .505 .812 .566 1.000

Scale Statistics

Mean Variance = Std. Deviation N of Items
17.13 5.423 2.329 4
Reliability

Scale: Perceived Usefulness
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Case Processing Summary

N %

Cases Valid 158 100.0
Excluded® 0 0
Total 158 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha ltems N of ltems
.857 .861 3

Item Statistics

Mean Std. Deviation N
PU1 4.65 741 158
PU2 3.98 472 158
PU3 4.63 727 158

Inter-ltem Correlation Matrix

PU1 PU2 PU3
PU1 1.000 .637 .864
PU2 .637 1.000 518
PU3 .864 518 1.000

Scale Statistics

Mean Variance = Std. Deviation =~ N of Iltems
13.25 3.031 1.741 3
Reliability

Scale: Perceived Ease of Use
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Case Processing Summary

N %

Cases Valid 158 100.0
Excluded® 0 0
Total 158 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha ltems N of ltems
910 913 3

Item Statistics

Mean Std. Deviation N
PEOU1 4.61 .763 158
PEOU2 3.92 575 158
PEOU3 4.58 767 158

Inter-Iltem Correlation Matrix

PEOU1 PEOU2 PEOU3

PEOU1 1.000 .740 .908
PEOU2 .740 1.000 .687
PEOU3 .908 .687 1.000

Scale Statistics

Mean Variance = Std. Deviation =~ N of Iltems
13.11 3.821 1.955 3
Reliability

Scale: Organisational Support
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Case Processing Summary

N %

Cases Valid 158 100.0
Excluded® 0 0
Total 158 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha ltems N of ltems
913 .921 4

Item Statistics

Mean Std. Deviation N
0Ss1 4.63 744 158
0Ss2 3.94 .561 158
0sS3 4.61 772 158
0s4 3.92 524 158

Inter-Item Correlation Matrix

081 082 0S3 0S4
081 1.000 .630 .945 .695
0S2 .630 1.000 .650 .851
0S3 .945 .650 1.000 .699
0S4 .695 .851 .699 1.000

Scale Statistics

Mean Variance = Std. Deviation N of Items
17.10 5.518 2.349 4
Reliability

Scale: Employee Adaptability
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Case Processing Summary

N %
Cases  Valid 158 100.0
Excluded® 0 .0
Total 158 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha ltems N of ltems
.909 915 5

Item Statistics

Mean Std. Deviation N
EA1 4.66 .703 158
EA2 3.95 476 158
EA3 4.62 .728 158
EA4 3.94 .549 158
EA5 4.55 .810 158

Inter-ltem Correlation Matrix

EA1 EA2 EA3 EA4 EAS5
EA1 1.000 .652 .902 .554 724
EA2 .652 1.000 .624 .816 .452
EA3 .902 .624 1.000 .656 .875
EA4 .554 .816 .656 1.000 .580
EA5 124 452 .875 .580 1.000

Scale Statistics

Mean Variance = Std. Deviation = N of Iltems
21.72 8.103 2.847 5
Reliability
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Scale: Job Anxiety

Case Processing Summary

N %

Cases Valid 158 100.0
Excluded® 0 0
Total 158 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha Items N of Items
.906 911 5

Item Statistics

Mean Std. Deviation N
JA1 4.58 .846 158
JA2 3.87 577 158
JA3 4.59 774 158
JA4 3.87 577 158
JA5 4.53 .850 158

Inter-ltem Correlation Matrix

JA1 JA2 JA3 JA4 JAS
JA1 1.000 734 .829 .603 .665
JA2 734 1.000 .635 713 .548
JA3 .829 .635 1.000 .5635 872
JA4 .603 713 535 1.000 .587
JAS .665 .548 .872 .587 1.000

Scale Statistics

Mean Variance = Std. Deviation N of Items

21.44 9.828 3.135 5
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Descriptives

[DataSet2] D:\Experts Hub\2026\UK Dissertation- September Session\Dissertation
-Bithy\Bithy.sav

Descriptive Statistics

N Minimum Maximum Mean Std. Deviation = Skewness
Statistic Statistic Statistic Statistic Statistic Statistic
PDT_Mean Perceived 158 1.25 5.00 4.2816 .58220 -3.244
Digital Transformation
Mean
PU_Mean Perceived 158 1.67 5.00 4.4177 .58033 -3.051
Usefulness Mean
PEOU_Mean Perceived 158 1.00 5.00 4.3713 .65161 -2.944
Ease of Use Mean
OS_Mean Organisational 158 1.00 5.00 4.2753 58728 -3.405
Support Mean
EA_Mean Employee 158 1.60 5.00 4.3430 .56932 -2.795
Adaptability Mean
JA_Mean Job Anxiety Mean 158 1.60 5.00 4.2886 .62699 -2.379
Valid N (listwise) 158
Descriptive Statistics
Skewness Kurtosis
Std. Error Statistic Std. Error
PDT_Mean Perceived .193 11.754 .384
Digital Transformation
Mean
PU_Mean Perceived 193 10.269 .384
Usefulness Mean
PEOU_Mean Perceived .193 9.986 .384
Ease of Use Mean
OS_Mean Organisational .193 13.495 .384
Support Mean
EA_Mean Employee 193 8.584 .384
Adaptability Mean
JA_Mean Job Anxiety Mean .193 5.673 .384

Valid N (listwise)

Correlations
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Correlations

PDT_Mean
Perceived PU_Mean
Digital Perceived PEOU_Mean
Transformation Usefulness Perceived Ease
Mean Mean of Use Mean

PDT_Mean Perceived Pearson Correlation 1 844" 722"
Digital Transformation ) )
Mean Sig. (2-tailed) .000 .000

N 158 158 158
PU_Mean Perceived Pearson Correlation 844" 1 834"
Usefulness Mean

Sig. (2-tailed) .000 .000

N 158 158 158
PEOU_Mean Perceived Pearson Correlation 722" 834" 1
Ease of Use Mean ) )

Sig. (2-tailed) .000 .000

N 158 158 158
OS_Mean Organisational Pearson Correlation 765 7917 920"
Support Mean . .

Sig. (2-tailed) .000 .000 .000

N 158 158 158
EA_Mean Employee Pearson Correlation 747" 764" 857"
Adaptability Mean ) )

Sig. (2-tailed) .000 .000 .000

N 158 158 158
JA_Mean Job Anxiety Mean Pearson Correlation 690" 636 782"

Sig. (2-tailed) .000 .000 .000

N 158 158 158
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Correlations

EA_Mean
OS_Mean Employee
Organisational Adaptability JA_Mean Job
Support Mean Mean Anxiety Mean

PDT_Mean Perceived Pearson Correlation 765 747" 690"
Digital Transformation ) )
Mean Sig. (2-tailed) .000 .000 .000

N 158 158 158
PU_Mean Perceived Pearson Correlation 7917 764" 636"
Usefulness Mean

Sig. (2-tailed) .000 .000 .000

N 158 158 158
PEOU_Mean Perceived Pearson Correlation 920" 857" 782"
Ease of Use Mean ) )

Sig. (2-tailed) .000 .000 .000

N 158 158 158
OS_Mean Organisational Pearson Correlation 1 913" 762"
Support Mean . )

Sig. (2-tailed) .000 .000

N 158 158 158
EA_Mean Employee Pearson Correlation 913" 1 841"
Adaptability Mean ) i

Sig. (2-tailed) .000 .000

N 158 158 158
JA_Mean Job Anxiety Mean Pearson Correlation 762" 841" 1

Sig. (2-tailed) .000 .000

N 158 158 158

**. Correlation is significant at the 0.01 level (2-tailed).

Regression
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Model

Variables
Entered

Variables Entered/Removed?®

Variables

Removed Method

1

PEOU_Mean
Perceived
Ease of Use
Mean,
PDT_Mean
Perceived
Digital
Transformatio
n Mean,
PU_Mean
Perceived
Usefulness
Mean,
OS_Mean
Organisationa
| Support
Mean

Enter

a. Dependent Variable: EA_Mean Employee Adaptability Mean

b. All requested variables entered.

Model Summaryb

Change Statistics

Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change df1
1 9172 .841 .837 .22993 .841 202.379 4
b
Model Summary
Change Statistics
Model df2 Sig. F Change  Durbin-Watson
1 153 .000 2.188

a. Predictors: (Constant), PEOU_Mean Perceived Ease of Use Mean, PDT_Mean Perceived Digital

Transformation Mean, PU_Mean Perceived Usefulness Mean, OS_Mean Organisational Support Mean

b. Dependent Variable: EA_Mean Employee Adaptability Mean
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ANOVA?

Sum of
Model Squares df Mean Square F Sig.
1 Regression 42.798 4 10.700  202.379 .000°
Residual 153 .053
Total 50.887 157

a. Dependent Variable: EA_Mean Employee Adaptability Mean

b. Predictors: (Constant), PEOU_Mean Perceived Ease of Use Mean, PDT_Mean Perceived Digital

Transformation Mean, PU_Mean Perceived Usefulness Mean, OS_Mean Organisational Support Mean

Coefficients®

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 432 149 2.900 .004
PDT_Mean Perceived .099 .064 101 1.550 123
Digital Transformation
Mean
PU_Mean Perceived .022 .075 .022 .287 775
Usefulness Mean
OS_Mean Organisational 715 .087 .738 8.206 .000
Support Mean
PEOU_Mean Perceived .076 .083 .088 919 .359
Ease of Use Mean
Coefficients®
95.0% Confidence Interval for B Collinearity Statistics
Model Lower Bound Upper Bound Tolerance VIF
1 (Constant) .138 727
PDT_Mean Perceived -.027 225 .243 4112
Digital Transformation
Mean
PU_Mean Perceived -127 170 A77 5.636
Usefulness Mean
OS_Mean Organisational 543 .887 129 7.778
Support Mean
PEOU_Mean Perceived -.088 .241 115 8.733

Ease of Use Mean

a. Dependent Variable: EA_Mean Employee Adaptability Mean
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Collinearity Diagnostics®

Variance Proportions

PDT_Mean
Perceived PU_Mean
Digital Perceived
Transformation Usefulness
Model  Dimension Eigenvalue = Condition Index (Constant) Mean Mean
1 1 4,976 1.000 .00 .00 .00
2 .013 19.360 .87 .00 .00
S .006 28.199 .08 .36 .05
4 .003 41.607 .00 .30 .55
O .001 65.886 .05 .35 40

Collinearity Diagnostics®

Variance Proportions

OS_Mean PEOU_Mean
Organisational Perceived Ease

Model  Dimension Support Mean of Use Mean
1 1 .00 .00
2 .01 .03

3 .05 .09

4 .20 .03

5] 74 .85

a. Dependent Variable: EA_Mean Employee Adaptability Mean

Residuals Statistics®

Minimum Maximum Mean Std. Deviation N
Predicted Value 1.7700 4.9930 4.3430 52211 158
Residual -1.70657 .68459 .00000 .22698 158
Std. Predicted Value -4.928 1.245 .000 1.000 158
Std. Residual -7.422 2977 .000 .987 158

a. Dependent Variable: EA_Mean Employee Adaptability Mean

Charts
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Frequency
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Dependent Variable: Employee Adaptability Mean
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Regression Standardized Residual

25

0.0

-2.5

-5.0

-7.5

Dependent Variable: Employee Adaptability Mean

Scatterplot

.".

Regression

Model

Variables
Entered

Regression Standardized Predicted Value

Variables Entered/Removed?®

Variables
Removed

-2

Method

1

PEOU_Mean
Perceived
Ease of Use
Mean,
PDT_Mean
Perceived
Digital
Transformatio
n Mean,
PU_Mean
Perceived
Usefulness
Mean,
OS_Mean
Organisationa
| Support
Mean®

Enter

a. Dependent Variable: JA_Mean Job Anxiety Mean

b. All requested variables entered.

0
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Model Summaryb

Change Statistics

Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change df1

1 8242 .678 .670 .36015 .678 80.707 4

Model Summaryb

Change Statistics

Model df2 Sig. F Change  Durbin-Watson

1 153 .000 1.694

a. Predictors: (Constant), PEOU_Mean Perceived Ease of Use Mean, PDT_Mean Perceived Digital
Transformation Mean, PU_Mean Perceived Usefulness Mean, OS_Mean Organisational Support Mean

b. Dependent Variable: JA_Mean Job Anxiety Mean

ANOVA®
Sum of
Model Squares df Mean Square F Sig.
1 Regression 41.874 4 10.468 80.707 .000°
Residual 19.846 153 130
Total 61.719 157

a. Dependent Variable: JA_Mean Job Anxiety Mean

b. Predictors: (Constant), PEOU_Mean Perceived Ease of Use Mean, PDT_Mean Perceived Digital
Transformation Mean, PU_Mean Perceived Usefulness Mean, OS_Mean Organisational Support Mean
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Coefficients®

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 774 .233 3.314 .001
PDT_Mean Perceived .507 .100 471 5.066 .000
Digital Transformation
Mean
PU_Mean Perceived -.461 .118 -427 -3.920 .000
Usefulness Mean
OS_Mean Organisational .039 136 .036 .285 776
Support Mean
PEOU_Mean Perceived .735 .130 .764 5.639 .000
Ease of Use Mean
Coefficients®
95.0% Confidence Interval for B Collinearity Statistics
Model Lower Bound Upper Bound Tolerance VIF
1 (Constant) 312 1.235
PDT_Mean Perceived .309 .705 .243 4.112
Digital Transformation
Mean
PU_Mean Perceived -.693 -.229 A77 5.636
Usefulness Mean
OS_Mean Organisational -.231 .309 129 7.778
Support Mean
PEOU_Mean Perceived AT77 .993 115 8.733

Ease of Use Mean

a. Dependent Variable: JA_Mean Job Anxiety Mean
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Collinearity Diagnostics®

Variance Proportions

PDT_Mean
Perceived PU_Mean
Digital Perceived
Transformation Usefulness
Model  Dimension Eigenvalue = Condition Index (Constant) Mean Mean
1 1 4.976 1.000 .00 .00 .00
2 .013 19.360 .87 .00 .00
8 .006 28.199 .08 .36 .05
4 .003 41.607 .00 .30 .55
5 .001 65.886 .05 .35 40
Collinearity Diagnostics®
Variance Proportions
OS_Mean PEOU_Mean
Organisational Perceived Ease
Model Dimension Support Mean of Use Mean
1 1 .00 .00
2 .01 .03
8 .05 .09
4 .20 .03
5 74 .85
a. Dependent Variable: JA_Mean Job Anxiety Mean
Residuals Statistics®
Minimum Maximum Mean Std. Deviation N
Predicted Value 1.6792 4.8749 4.2886 .51644 158
Residual -2.40311 1.04909 .00000 .35553 158
Std. Predicted Value -5.053 1.135 .000 1.000 158
Std. Residual -6.673 2913 .000 .987 158

a. Dependent Variable: JA_Mean Job Anxiety Mean

Charts
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Bootstrap Specifications

Sampling Method
Number of Samples
Confidence Interval Level

Confidence Interval Type

Simple
2000
95.0%

Bias-corrected and
accelerated (BCa)

Regression
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Model

Variables
Entered

Variables Entered/Removed?®

Variables

Removed Method

1

PEOU_Mean
Perceived
Ease of Use
Mean,
PDT_Mean
Perceived
Digital
Transformatio
n Mean,
PU_Mean
Perceived
Usefulness
Mean,
OS_Mean
Organisationa
| Support
Mean

Enter

a. Dependent Variable: EA_Mean Employee Adaptability Mean

b. All requested variables entered.

Model Summaryb

Change Statistics

Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change df1
1 9172 .841 .837 .22993 .841 202.379 4
b
Model Summary
Change Statistics
Model df2 Sig. F Change  Durbin-Watson
1 153 .000 2.188

a. Predictors: (Constant), PEOU_Mean Perceived Ease of Use Mean, PDT_Mean Perceived Digital

Transformation Mean, PU_Mean Perceived Usefulness Mean, OS_Mean Organisational Support Mean

b. Dependent Variable: EA_Mean Employee Adaptability Mean
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Bootstrap for Model Summary

Bootstrap?
BCa 95% Confidence Interval
Model  Durbin-Watson Bias Std. Error Lower Upper
1 2.188 =717 .364 .658 2.266

a. Unless otherwise noted, bootstrap results are based on 2000 bootstrap samples

ANOVA®
Sum of
Model Squares df Mean Square F Sig.
1 Regression 42.798 4 10.700 202.379 .000°
Residual 8.089 153 .053
Total 50.887 157

a. Dependent Variable: EA_Mean Employee Adaptability Mean

b. Predictors: (Constant), PEOU_Mean Perceived Ease of Use Mean, PDT_Mean Perceived Digital
Transformation Mean, PU_Mean Perceived Usefulness Mean, OS_Mean Organisational Support Mean

Coefficients®

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 432 149 2.900 .004
PDT_Mean Perceived .099 .064 101 1.550 123
Digital Transformation
Mean
PU_Mean Perceived .022 .075 .022 .287 775
Usefulness Mean
OS_Mean Organisational .715 .087 .738 8.206 .000
Support Mean
PEOU_Mean Perceived .076 .083 .088 919 .359

Ease of Use Mean
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Coefficients®

95.0% Confidence Interval for B

Collinearity Statistics

Model Lower Bound Upper Bound Tolerance VIF
1 (Constant) .138 727
PDT_Mean Perceived -.027 225 .243 4112
Digital Transformation
Mean
PU_Mean Perceived -127 170 A77 5.636
Usefulness Mean
OS_Mean Organisational .543 .887 129 7.778
Support Mean
PEOU_Mean Perceived -.088 .241 115 8.733
Ease of Use Mean
a. Dependent Variable: EA_Mean Employee Adaptability Mean
Bootstrap for Coefficients
Bootstrap?
BCa 95% ...
Model B Bias Std. Error  Sig. (2-tailed) Lower
1 (Constant) 432 -.036 181 .049 .158
PDT_Mean Perceived .099 -.006 .099 .230 -.045
Digital Transformation
Mean
PU_Mean Perceived .022 -.038 .169 .883 -.316
Usefulness Mean
OS_Mean Organisational .715 -.005 .203 .001 217
Support Mean
PEOU_Mean Perceived .076 .057 .202 .642 -179

Ease of Use Mean
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Bootstrap for Coefficients

Bootstrap?
BCa 95% ...
Model Upper
1 (Constant) .652
PDT_Mean Perceived .257
Digital Transformation
Mean
PU_Mean Perceived .209
Usefulness Mean
OS_Mean Organisational 1.060
Support Mean
PEOU_Mean Perceived 775

Ease of Use Mean

a. Unless otherwise noted, bootstrap results are based on 2000 bootstrap samples

Collinearity Diagnostics®

Variance Proportions

PDT_Mean
Perceived PU_Mean
Digital Perceived
Transformation Usefulness
Model  Dimension Eigenvalue = Condition Index (Constant) Mean Mean
1 1 4976 1.000 .00 .00 .00
2 .013 19.360 .87 .00 .00
B .006 28.199 .08 .36 .05
4 .003 41.607 .00 .30 .55
© .001 65.886 .05 .35 40
Collinearity Diagnostics®
Variance Proportions
OS_Mean PEOU_Mean
Organisational Perceived Ease
Model  Dimension Support Mean of Use Mean
1 1 .00 .00
2 .01 .03
3 .05 .09
4 .20 .03
5] 74 .85
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a. Dependent Variable: EA_Mean Employee Adaptability Mean

Residuals Statistics?

Bootstrap b

BCa 95% Confidence Interval

Statistic Bias Std. Error Lower Upper

Predicted Value Minimum 1.7700

Maximum 4.9930

Mean 4.3430 -.0004 .0460 4.2404 4.4267

Std. Deviation 52211 -.00375 .07961 .36404 .66020

N 158 0 2 154 161
Residual Minimum -1.70657

Maximum .68459

Mean .00000 .00000 .00000

Std. Deviation .22698 -.01538 .05492 12542 .28925

N 158 0 2 154 161
Std. Predicted Value  Minimum -4.928

Maximum 1.245

Mean .000 .000 .000 .000 .000

Std. Deviation 1.000 .000 .000

N 158 0 2 154 161
Std. Residual Minimum -7.422

Maximum 2977

Mean .000 .000 .000

Std. Deviation .987 .000 .000 .987 .987

N 158 0 2 154 161

a. Dependent Variable: EA_Mean Employee Adaptability Mean

b. Unless otherwise noted, bootstrap results are based on 2000 bootstrap samples

Bootstrap

Bootstrap Specifications

Sampling Method

Number of Samples

Simple

Confidence Interval Level

Confidence Interval Type

2000
95.0%

Bias-corrected and

accelerated (BCa)
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Regression

Model

Variables
Entered

Variables Entered/Removed?®

Variables

Removed Method

PEOU_Mean
Perceived
Ease of Use
Mean,
PDT_Mean
Perceived
Digital
Transformatio
n Mean,
PU_Mean
Perceived
Usefulness
Mean,
OS_Mean
Organisationa
| Support
Mean

Enter

a. Dependent Variable: JA_Mean Job Anxiety Mean

b. All requested variables entered.

Model Summaryb

Change Statistics

Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change df1
1 8242 .678 .670 .36015 .678 80.707 4
b
Model Summary
Change Statistics
Model df2 Sig. F Change  Durbin-Watson
1 153 .000 1.694

a. Predictors: (Constant), PEOU_Mean Perceived Ease of Use Mean, PDT_Mean Perceived Digital

Transformation Mean, PU_Mean Perceived Usefulness Mean, OS_Mean Organisational Support Mean

b. Dependent Variable: JA_Mean Job Anxiety Mean
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Bootstrap for Model Summary

Bootstrap?
BCa 95% Confidence Interval
Model  Durbin-Watson Bias Std. Error Lower Upper
1 1.694 -.405 .295 1.085 1.472

a. Unless otherwise noted, bootstrap results are based on 2000 bootstrap samples

ANOVA®
Sum of
Model Squares df Mean Square F Sig.
1 Regression 41.874 4 10.468 80.707 .000°
Residual 19.846 153 130
Total 61.719 157

a. Dependent Variable: JA_Mean Job Anxiety Mean

b. Predictors: (Constant), PEOU_Mean Perceived Ease of Use Mean, PDT_Mean Perceived Digital
Transformation Mean, PU_Mean Perceived Usefulness Mean, OS_Mean Organisational Support Mean

Coefficients®

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 774 .233 3.314 .001
PDT_Mean Perceived .507 .100 471 5.066 .000
Digital Transformation
Mean
PU_Mean Perceived -.461 118 -427 -3.920 .000
Usefulness Mean
OS_Mean Organisational .039 .136 .036 .285 776
Support Mean
PEOU_Mean Perceived .735 .130 .764 5.639 .000

Ease of Use Mean
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Coefficients®

95.0% Confidence Interval for B

Collinearity Statistics

Model Lower Bound Upper Bound Tolerance VIF
1 (Constant) 312 1.235
PDT_Mean Perceived .309 .705 .243 4.112
Digital Transformation
Mean
PU_Mean Perceived -.693 -.229 A77 5.636
Usefulness Mean
OS_Mean Organisational -.231 .309 129 7.778
Support Mean
PEOU_Mean Perceived ATT .993 115 8.733
Ease of Use Mean
a. Dependent Variable: JA_Mean Job Anxiety Mean
Bootstrap for Coefficients
Bootstrap?
BCa 95% ...
Model B Bias Std. Error  Sig. (2-tailed) Lower
1 (Constant) 774 -.075 .383 .067 .218
PDT_Mean Perceived .507 .027 .244 .026 167
Digital Transformation
Mean
PU_Mean Perceived -.461 -.088 .275 .073 -.983
Usefulness Mean
OS_Mean Organisational .039 -6.987E-5 .379 .903 -.873
Support Mean
PEOU_Mean Perceived 735 .079 .335 .032 .088

Ease of Use Mean
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Bootstrap for Coefficients

Bootstrap?
BCa 95% ...
Model Upper
1 (Constant) 1.234
PDT_Mean Perceived 1.135
Digital Transformation
Mean
PU_Mean Perceived -.204
Usefulness Mean
OS_Mean Organisational .703
Support Mean
PEOU_Mean Perceived 1.882

Ease of Use Mean

a. Unless otherwise noted, bootstrap results are based on 2000 bootstrap samples

Collinearity Diagnostics®

Variance Proportions

PDT_Mean
Perceived PU_Mean
Digital Perceived
Transformation Usefulness
Model  Dimension Eigenvalue = Condition Index (Constant) Mean Mean
1 1 4976 1.000 .00 .00 .00
2 .013 19.360 .87 .00 .00
B .006 28.199 .08 .36 .05
4 .003 41.607 .00 .30 .55
© .001 65.886 .05 .35 40
Collinearity Diagnostics®
Variance Proportions
OS_Mean PEOU_Mean
Organisational Perceived Ease
Model  Dimension Support Mean of Use Mean
1 1 .00 .00
2 .01 .03
3 .05 .09
4 .20 .03
5] 74 .85
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a. Dependent Variable: JA_Mean Job Anxiety Mean

Residuals Statistics?

Bootstrapb
BCa 95% Confidence Interval
Statistic Bias Std. Error Lower Upper
Predicted Value Minimum 1.6792
Maximum 4.8749
Mean 4.2886 .0003 .0492 4.1801 4.3860
Std. Deviation .51644 .00290 .06890 37329 .66869
N 158 0 2 154 161
Residual Minimum -2.40311
Maximum 1.04909
Mean .00000 .00000 .00000
Std. Deviation .35553 -.02244 .06484 .24669 41511
N 158 0 2 154 161
Std. Predicted Value  Minimum -5.053
Maximum 1.135
Mean .000 .000 .000 .000 .000
Std. Deviation 1.000 .000 .000
N 158 0 2 154 161
Std. Residual Minimum -6.673
Maximum 2913
Mean .000 .000 .000
Std. Deviation .987 .000 .000 .987 .987
N 158 0 2 154 161

a. Dependent Variable: JA_Mean Job Anxiety Mean

b. Unless otherwise noted, bootstrap results are based on 2000 bootstrap samples

T-Test
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Group Statistics

EmpStatus N Mean Std. Deviation = Std. Error Mean
PDT_Mean Perceived Full-time, permanent 42 4.2857 .54820 .08459
Digital Transformation
Mean Part-time, permanent 76 4.3289 47119 .05405
PU_Mean Perceived Full-time, permanent 42 4.4365 57258 .08835
Usefulness Mean Part-time, permanent 76 4.4825 40146 04605
PEOU_Mean Perceived Full-time, permanent 42 4.4286 .65139 .10051
EeEeaiibED Lz Part-time, permanent 76 4.4605 40357 .04629
OS_Mean Organisational Full-time, permanent 42 4.3155 52690 .08130
Support Mean Part-time, permanent 76 4.3651 28119 03225
EA_Mean Employee Full-time, permanent 42 4.3952 49876 .07696
Adaptability Mean Part-time, permanent 76 4.4211 35112 04028
JA_Mean Job Anxiety Mean Full-time, permanent 42 4.3714 .53478 .08252

Part-time, permanent 76 4.3579 48146 .05523

Independent Samples Test

Levene's Test for Equality of t-test for
Variances Equality of .
F Sig. t
PDT_Mean Perceived Equal variances assumed 1.547 .216 -.450
Digital Transformation
e Equal variances not -431
assumed
PU_Mean Perceived Equal variances assumed 3.182 .077 -.509
Usefulness Mean
Equal variances not -.461
assumed
PEOU_Mean Perceived Equal variances assumed 3.009 .085 -.329
Ease of Use Mean
Equal variances not -.289
assumed
OS_Mean Organisational Equal variances assumed 8.217 .005 -.669
Support Mean
Equal variances not -.568
assumed
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Independent Samples Test

t-test for Equality of Means

Mean
df Sig. (2-tailed) Difference

PDT_Mean Perceived Equal variances assumed 116 .654 -.04323
Digital Transformation
Mean .

Equal variances not 74.522 .668 -.04323

assumed
PU_Mean Perceived Equal variances assumed 116 .611 -.04595
Usefulness Mean

Equal variances not 63.732 .646 -.04595

assumed
PEOU_Mean Perceived Equal variances assumed 116 .743 -.03195
Ease of Use Mean

Equal variances not 58.792 774 -.03195

assumed
OS_Mean Organisational Equal variances assumed 116 .505 -.04966
Support Mean

Equal variances not 54.188 573 -.04966

assumed

Independent Samples Test

t-test for Equality of Means

95% Confidence Interval of the

Std. Error Difference
Difference Lower Upper
PDT_Mean Perceived Equal variances assumed .09609 -.23355 .14708
Digital Transformation
Mean .
Equal variances not .10038 -.24323 .15676
assumed
PU_Mean Perceived Equal variances assumed .09020 -.22460 13270
Usefulness Mean
Equal variances not .09963 -.24500 15311
assumed
PEOU_Mean Perceived Equal variances assumed .09714 -.22436 .16045
Ease of Use Mean
Equal variances not .11066 -.25340 .18949
assumed
OS_Mean Organisational Equal variances assumed .07428 -.19677 .09746
Support Mean
Equal variances not .08747 -.22500 .12569

assumed
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Independent Samples Test

Levene's Test for Equality of t-test for
Variances Equality of .
F Sig. t

EA_Mean Employee Equal variances assumed 1.629 .204 -.328
Adaptability Mean

Equal variances not -.297

assumed
JA_Mean Job Anxiety Mean Equal variances assumed A77 675 141

Equal variances not 136

assumed

Independent Samples Test
t-test for Equality of Means
Mean
df Sig. (2-tailed) Difference

EA_Mean Employee Equal variances assumed 116 744 -.02581
Adaptability Mean

Equal variances not 63.913 767 -.02581

assumed
JA_Mean Job Anxiety Mean Equal variances assumed 116 .888 .01353

Equal variances not 77.460 .892 .01353

assumed

Independent Samples Test

t-test for Equality of Means

95% Confidence Interval of the

Std. Error Difference
Difference Lower Upper
EA_Mean Employee Equal variances assumed .07872 -.18173 .13010
Adaptability Mean
Equal variances not .08686 -.19935 14772
assumed
JA_Mean Job Anxiety Mean Equal variances assumed .09632 - 17724 .20430
Equal variances not .09929 -.18417 21124
assumed
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