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1. Introduction
[bookmark: _Toc233652742]1.1 Research Context

[bookmark: _Toc233630350]Financial stress is a significant workplace concern because it is linked to employee wellbeing, behaviour and performance (De Neve and Ward, 2025). Financial wellbeing is more than income because it also concerns whether individuals feel secure and able to manage regular commitments (Prawitz et al., 2006; Powell et al., 2023).
The UK hospitality sector is an important context for this research because customer service relies on employees’ engagement, emotional energy and positive responses to customers (Boella and Goss-Turner, 2020; Aslam et al., 2020). Changing demand, operational pressure, flexible working patterns and historically lower median pay also create challenges for wellbeing, motivation and retention (Kusluvan et al., 2010; Department for Business, Energy and Industrial Strategy [BEIS], 2021). More broadly, work conditions can affect employee mental health and wellbeing, making organisational attention to workplace support important (Arnold et al., 2020; World Health Organization, 2024).
Financial pressure can reduce the emotional and psychological resources employees bring into work. For this reason, the research uses Conservation of Resources theory, the Job Demands–Resources model and Perceived Organisational Support theory to examine financial stress, wellbeing, workplace performance and organisational support (Hobfoll, 1989; Demerouti et al., 2001; Bakker and Demerouti, 2017; Eisenberger et al., 1986).
[bookmark: _Toc233652743]1.2 Research Problem and Significance

[bookmark: _Toc233630352][bookmark: _Toc233630351][bookmark: _Toc233559157][bookmark: _Toc233559156]Hospitality research links engagement, emotional labour, commuting stress, wellbeing-oriented HR practices and psychological safety with employee behaviour and engagement (Aslam et al., 2020; Liu et al., 2024). These studies show that different pressures and forms of support shape employees’ workplace experiences. However, financial stress has received less direct attention than engagement, HR practices, workplace wellbeing and organisational support (Ngo et al., 2023; Rabiul et al., 2023).
This is important because financial stress is linked to wellbeing, concentration, motivation and emotional capacity, while organisational support shapes whether employees feel valued and cared for by their organisation (Hobfoll, 1989; Prawitz et al., 2006; De Neve and Ward, 2025; Kurtessis et al., 2017; Davidson, Timo and Wang, 2010; Eisenberger et al., 1986; Rhoades and Eisenberger, 2002).
This study addresses the gap through a small-scale explanatory sequential mixed-methods design, using an anonymous online questionnaire to identify patterns and follow-up interviews to explore them in more depth (Creswell and Plano Clark, 2018; Saunders, Lewis and Thornhill, 2019).
[bookmark: _Toc233652744]1.3 Research Questions

[bookmark: _Toc233630353][bookmark: _Toc233630354]Main question: How do employees in the UK hospitality sector experience financial stress, and how do they perceive its effects on wellbeing, workplace performance and organisational support?
Supporting questions:
· What financial pressures do employees in the UK hospitality sector report?
· How do employees perceive financial stress to affect their wellbeing and workplace performance?
· How do employees evaluate the organisational support available to them when experiencing financial pressure?













[bookmark: _Toc233652745]2. Research Aim and Objectives
[bookmark: _Toc233652746]
2.1 Research Aim

[bookmark: _Toc233559159]To examine how financial stress is experienced by employees in the UK hospitality sector, focusing on its perceived effects on wellbeing, workplace performance and evaluations of organisational support.
[bookmark: _Toc233652747]2.2 Research Objectives

[bookmark: _Toc233630356]The objectives of this study are to:
1. Identify the financial pressures reported by employees in the UK hospitality sector.
2. Examine employees’ perceptions of how financial stress affects their wellbeing.
3. Explore employees’ perceptions of how financial stress affects their workplace performance.
4. Evaluate employees’ perceptions of organisational support when experiencing financial pressure.
5. Identify the forms of financial and wellbeing support that employees consider useful, accessible and meaningful.













[bookmark: _Toc233652748]3. Literature Review
Financial stress is increasingly recognised as more than a private financial concern because it can affect employees’ wellbeing, behaviour and capacity to perform effectively at work (Prawitz et al., 2006; De Neve and Ward, 2025). This review critically examines the relationship between financial stress, employee wellbeing, workplace performance and perceptions of organisational support, with specific attention to the UK hospitality sector. Rather than treating these themes separately, it considers how financial pressure may reduce employees’ psychological and emotional resources while also shaping how they experience support from their organisation.
The review draws on three theoretical perspectives: Conservation of Resources theory, the Job Demands–Resources model and Perceived Organisational Support theory. Together, these perspectives explain how financial stress may operate as a threat to personal resources, how it may interact with workplace demands, and why organisational support may influence employees’ ability to cope. This theoretical framing supports the rationale for a mixed-methods design, as both measurable patterns and employees’ own interpretations are needed to understand the issue.

[bookmark: _Toc233652749]3.1 Financial Stress and Employee Wellbeing
Financial stress refers to the pressure experienced when an individual feels unable to meet current or future financial obligations, such as rent, bills, debt, childcare, transport or unexpected expenses. Prawitz et al. (2006) distinguish financial wellbeing from income alone, arguing that it also concerns whether individuals feel secure, in control and able to manage their circumstances. 
This distinction is important because employees on similar pay may experience financial stress differently depending on household commitments, income stability and wider responsibilities. Recent research also links perceived income adequacy with financial strain, reinforcing the importance of employees’ own views of financial security (Graham, Sinclair and Munc, 2026).
Powell et al. (2023) similarly show that financial wellbeing is connected to financial behaviour and the ability to manage commitments. However, it would be too narrow to frame financial wellbeing as only an individual responsibility. High living costs, low pay, limited progression and insecure hours can restrict financial security even where employees manage their finances carefully. This is particularly relevant to hospitality, where lower median pay and the need for improved progression have been highlighted (Department for Business, Energy and Industrial Strategy [BEIS], 2021).
Broader public-health research further shows that financial insecurity can have consequences beyond budgeting difficulties. Economic decline and policy responses have been linked with negative health outcomes, while financial stress and unemployment have been associated with serious mental-health consequences (Catalano et al., 2011; Stuckler et al., 2009; Roelfs and Shor, 2023). Even so this evidence is wider than the hospitality context, it supports the argument that financial stress should be treated as a wellbeing issue rather than only a private financial matter.
Conservation of Resources (COR) theory helps explain why financial insecurity can affect wellbeing. Hobfoll (1989) argues that people seek to protect valued resources, including money, time, health, energy and social support, and that stress occurs when these resources are threatened, lost or not restored. Financial stress can therefore be understood as a continuing threat to an employee’s sense of security, control and ability to cope with everyday demands.
In hospitality, this resource-based explanation is especially relevant. Employees may invest emotional and physical energy during long shifts while still struggling with essential living costs, irregular income or unpredictable expenses. Stress-management literature also emphasises that continuing stress can affect individuals’ ability to cope effectively with everyday pressures (Palmer and Cooper, 2007). Financial stress may therefore reduce the resources employees need to recover from work, maintain wellbeing and remain emotionally available during service interactions.
Maslow’s (1943) hierarchy of needs is also relevant because financial security is closely connected to physiological and safety needs, as shown in Figure 1. Although the model has been criticised as too linear, it helps explain why financially insecure employees may struggle to prioritise career development, training or longer-term organisational goals when more immediate needs feel uncertain.
[image: ]










Figure 1: Maslow’s hierarchy of needs. Source: Indeed, Editorial Team (2026), adapted from Maslow (1943).

[bookmark: _Toc233559161][bookmark: _Toc233630358]Employee wellbeing also has implications beyond the individual. De Neve and Ward (2025) argue that workplace wellbeing can influence organisational outcomes, including productivity, retention and performance. Financial wellbeing should therefore not be treated simply as a private issue that employees must solve alone. Organisations may need to consider whether employment practices, communication and support systems help employees manage financial pressure in ways that protect wellbeing.







[bookmark: _Toc233652750]3.2 Financial Stress and Workplace Performance
Financial stress may affect workplace performance because financial worries can compete with the resources needed for concentration, decision-making and emotional regulation (Hobfoll, 1989). This is relevant in hospitality, where employees serve customers and manage complaints.
The Job Demands–Resources (JD-R) model helps explain this relationship. Demerouti et al. (2001) distinguish between job demands, which require sustained physical or psychological effort, and job resources, which help employees achieve work goals and manage demands. 
High job demands may contribute to exhaustion, while limited resources may contribute to disengagement. While financial stress is not part of the original model, it can be interpreted as an external pressure that affects the resources employees bring into work. Evidence about job control also relates limited control with anxiety, role overload and turnover intentions, suggesting that employees’ ability to manage demands is influenced by both work conditions and wider pressures (Jensen, Patel and Messersmith, 2013).
Figure 2 illustrates the original Job Demands–Resources model proposed by Demerouti et al. (2001).
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Figure 2: The Job Demands–Resources model of burnout (Demerouti et al., 2001, p. 502).
Demerouti et al. (2001, p. 510) argue that “to avoid employees’ exhaustion, specific job demands have to be reduced or redesigned. In addition, increasing job resources may enhance employees’ engagement.” From this perspective, worries about rent, debt or household bills may reduce the emotional energy and concentration available for customer interactions, decision-making and positive service behaviour. 
Bakker and Demerouti (2017) argue that job resources can reduce the negative effects of pressure. In hospitality, supportive managers, predictable rotas and financial wellbeing support may help employees cope with demanding work. Nevertheless, the JD-R model mainly focuses on workplace demands and resources. As financial insecurity often comes from outside work, resource-based and organisational-support perspectives are also needed.
Hospitality research offers indirect rather than direct support for this relationship. Aslam et al. (2020) found that employee engagement and positive emotional labour were associated with proactive service performance among frontline hospitality employees, suggesting that employees need sufficient emotional capacity to respond effectively to customers.
[bookmark: _Toc233559162][bookmark: _Toc233630359]Liu et al. (2024) similarly found that commuting stress affected work engagement among tourism and hospitality employees. The limitation is that neither study directly examines how financial stress affects hospitality employees’ wellbeing, performance or perceptions of organisational support, which reinforces the need for focused research.

[bookmark: _Toc233652751]3.3 Organisational Support and Financial Wellbeing
Workplace support may influence how employees cope with financial stress. Perceived Organisational Support theory, developed by Eisenberger et al. (1986), suggests that employees form beliefs about whether their organisation values their contribution and cares about their wellbeing. When employees feel supported, they may be more likely to show commitment, engagement and positive workplace behaviour. In the context of financial stress, support is therefore not only about whether formal initiatives exist, but also whether employees experience them as credible, accessible and safe to use.
Rhoades and Eisenberger (2002) argue that perceptions of support are shaped by factors such as fairness, supervisor support and organisational rewards. Kurtessis et al. (2017) similarly found that perceived organisational support is associated with positive employee outcomes, including job satisfaction, commitment and performance. This is particularly relevant in hospitality because organisations depend heavily on employees’ engagement, service behaviour and willingness to remain with the business.
Still, the existence of a wellbeing initiative does not automatically mean that employees experience the organisation as supportive. Support may have limited value if employees are unaware of it, cannot access it around irregular working hours or do not trust that their personal information will remain confidential. Financial wellbeing support should therefore be practical, accessible and clearly communicated. Relevant examples include clear information about pay, predictable scheduling, signposting to impartial financial advice, employee benefits, training opportunities and support with progression.
Line managers also shape employees’ everyday experience of organisational support. Kim and Beehr (2023) show that empowering leadership can strengthen employees’ psychological resources and encourage positive work behaviours. Although their study does not focus specifically on financial stress, it supports the view that managers can influence whether employees feel trusted, supported and able to manage pressure. Health-oriented leadership interventions are also relevant because leadership practices can affect employee health and wellbeing outcomes (Dannheim et al., 2022).
[bookmark: _Toc233559163][bookmark: _Toc233630360]Similarly, Rabiul et al. (2023) found that hospitality HR practices were associated with employee engagement through psychological safety, availability and meaningfulness. This suggests that employees may be more likely to seek support when they feel safe discussing difficulties and believe that doing so will not affect their relationship with managers or future opportunities. The relevance to this study is that financial wellbeing support must be evaluated not only by its availability, but also by employees’ perceptions of trust, confidentiality and usefulness.
[bookmark: _Toc233652752]
3.4 Hospitality Context and Research Gap
[bookmark: _Toc233559164][bookmark: _Toc233630361][bookmark: _Toc233630362][bookmark: _Toc233559165]The hospitality sector is relevant because frontline employees work in fast-paced customer-facing settings, where wellbeing and behaviour shape service quality and organisational performance (Lashley, 1995). Hospitality HRM must balance changing demand and operational flexibility with employee wellbeing, motivation and retention (Boella and Goss-Turner, 2020; Kusluvan et al., 2010).
Financial stress is especially relevant because employees’ responsibilities and living circumstances differ. Irimiás and Michalkó (2016) illustrate why financial pressure cannot be understood only through job title or salary level. Lower median pay, limited progression and the need for practical workplace interventions further support attention to financial wellbeing (Department for Business, Energy and Industrial Strategy [BEIS], 2021; Rosemberg et al., 2022). Changing demand and operational flexibility can also make it harder to predict hours, organise childcare and manage household expenses, while wellbeing-oriented HRM research has not focused directly on financial stress as a workplace issue (Boella and Goss-Turner, 2020; Kusluvan et al., 2010; Ngo et al., 2023).
Financial pressure may affect wellbeing, concentration and emotional capacity, with implications for service behaviour, engagement and retention. This matters because staff turnover creates substantial costs for hospitality organisations (Davidson, Timo and Wang, 2010). 
Although previous studies examine wellbeing, engagement, job demands and organisational support, they are often separate and mainly quantitative (Aslam et al., 2020; Liu et al., 2024; Ngo et al., 2023; Rabiul et al., 2023). They provide less insight into how employees interpret financial pressure and which support they find credible or useful. 
There remains limited research on how UK hospitality employees connect financial stress to wellbeing, workplace performance and organisational support. The study aims to provide context-rich explanation rather than statistical representativeness (Flyvbjerg, 2006). The survey will identify patterns, while interviews will explore how employees explain them and what support they view as meaningful, accessible and trustworthy.






[bookmark: _Toc233652753]4. Research Methodology
[bookmark: _Toc233652754]4.1 Methodological Position and Research Design
This study will use a small-scale explanatory sequential mixed-methods design. Quantitative data will be collected and analysed first through an anonymous online survey, followed by qualitative interviews designed to explain, clarify and extend the initial survey patterns (Creswell and Plano Clark, 2018; Bryman, 2016). This design is appropriate because the research aims to identify broad patterns in employees reported financial stress while also understanding how employees interpret those experiences in relation to wellbeing, workplace performance and organisational support.
The methodological decisions are guided by the Research Onion framework, which links philosophy, approach, methodological choice, strategy, time horizon and data-collection procedures (Saunders, Lewis and Thornhill, 2023; Easterby-Smith, Thorpe and Jackson, 2012). Figure 3 shows the framework used in this study.
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Figure 3: The Research Onion framework. Source: AESA Network (2020).

Ryan (2018) explains that researchers need to make their philosophical position clear because it shapes how they understand a research problem and choose their methods. This study adopts pragmatism because it focuses on a practical workplace issue and uses methods according to their usefulness for answering the research questions. Pragmatism is suitable here because financial stress can be examined through measurable survey patterns while also requiring qualitative insight into employees’ perceptions, meanings and experiences (Saunders, Lewis and Thornhill, 2023; Creswell and Plano Clark, 2018).
Ontologically, this project recognises that financial circumstances, income insecurity and unpredictable hours are real conditions affecting employees, while epistemologically it also recognises that employees interpret these conditions differently according to their responsibilities, employment circumstances and perceptions of support (Saunders, Lewis and Thornhill, 2023). 
The study will adopt an abductive approach because it is informed by established theory while remaining open to explanations that emerge from the survey and interview findings. Conservation of Resources theory, the Job Demands–Resources model and Perceived Organisational Support theory will guide the interpretation of financial stress, wellbeing, workplace performance and support, while participants’ accounts will remain central to explaining how these issues are experienced in hospitality employment (Saunders, Lewis and Thornhill, 2023; Hobfoll, 1989; Demerouti et al., 2001; Eisenberger et al., 1986).
This research will also use a cross-sectional time horizon because data will be collected during one defined period, providing a snapshot of participants’ current or recent experiences of working in UK hospitality rather than examining changes over time (Saunders, Lewis and Thornhill, 2019).
[bookmark: _Toc233630363][bookmark: _Toc233652755]4.2 Quantitative Method: Anonymous Online Survey
The first stage of the study will use an anonymous online questionnaire. Saunders, Lewis and Thornhill (2019) explain that surveys allow researchers to collect standardised information from a larger group of participants and present the findings in numerical form.
The target population will consist of adults aged 18 or over who currently work, or have worked within the previous 12 months, in the hospitality sector in England, Scotland, Wales or Northern Ireland. The study will aim to collect approximately 40–60 valid survey responses through voluntary purposive and snowball sampling. Purposive sampling will ensure that participants meet the eligibility criteria, while snowball sampling will allow eligible participants to share the survey voluntarily with other suitable hospitality employees (Bickman and Rog, 2009; Campbell et al., 2020; Saunders, Lewis and Thornhill, 2019). This sample size is suitable for a small-scale MBA proposal because the purpose is to identify indicative patterns rather than produce statistically representative findings.
Participants will be recruited through personal and former professional contacts, university and professional networks, LinkedIn and relevant online hospitality groups. No participants will be recruited through a manager, and the researcher will not invite direct reports or current colleagues over whom she has authority. Participation will be voluntary and unpaid.
The questionnaire will collect background information about hospitality setting, role, length of sector experience, contract type and predictability of working hours. It will also include five-point agreement-scale statements and optional open-text questions about financial stress, wellbeing, workplace performance and perceptions of organisational support. These areas reflect the concepts developed in the literature review, including financial wellbeing, job demands and resources, and perceived organisational support (Prawitz et al., 2006; Demerouti et al., 2001; Eisenberger et al., 1986).
The questionnaire will not be presented as a validated financial-stress scale because it has been designed specifically for this small-scale study. Its purpose is to identify patterns in participants’ reported experiences of financial pressure, wellbeing, workplace performance and organisational support rather than to produce a single validated measurement score.
[bookmark: _Toc233630364]The survey findings will be analysed using descriptive statistics, including frequencies, percentages, tables and charts. This is appropriate because the study uses a small voluntary non-probability sample and aims to identify patterns rather than make statistical generalisations. Inferential statistical tests will not be used because the study will not test causal relationships or make population-level predictions (Bickman and Rog, 2009; Saunders, Lewis and Thornhill, 2019). The descriptive results will instead be used to inform the focus of the follow-up interviews.
[bookmark: _Toc233652756]4.3 Qualitative Method: Semi-Structured Interviews
The second stage will involve three to four semi-structured interviews with eligible volunteers. Qualitative interviewing explores participants’ experiences, meanings and perspectives in depth (Brinkmann, 2023; Leavy, 2020). Semi-structured interviews use planned core questions with follow-up prompts, allowing participants to explain their views in detail (Kallio et al., 2016; Adeoye-Olatunde and Olenik, 2021).
The interviews will last approximately 20–25 minutes and will be conducted online or by telephone. They will explore financial pressures, perceived effects on wellbeing and workplace performance, and organisational support considered useful, realistic and trustworthy. Survey findings will guide follow-up questions so the qualitative stage can explain the most relevant patterns in greater depth.
Briggs (2007, p. 566) argues that interviewing forms part of the wider process of knowledge production within research. The interview guide therefore uses open questions and follow-up prompts to allow participants to explain their own experiences rather than limiting them to fixed survey responses. Silverman (2016) also highlights the value of allowing participants to describe their experiences in their own words.
Qualitative interpretation requires the researcher to make sense of participants’ accounts, which makes reflexivity important throughout data collection and analysis. Lichtman (2013, p. 21) states that “the qualitative researcher interprets and makes sense of the data.” Neutral interview questions, open follow-up prompts and reflexive notes will therefore be used to reduce the influence of researcher assumptions and ensure that participants can express differing viewpoints (Lichtman, 2013; Flick, 2023; Šimundić, 2013).
[bookmark: _Toc233630365][bookmark: _Toc233652757]4.4 Analysis and Integration of Findings
The survey findings will first be presented through descriptive statistics to identify patterns relating to financial stress, wellbeing, workplace performance and organisational support. These findings will then inform the focus of the semi-structured interviews, while preserving the anonymity of questionnaire participants (Saunders, Lewis and Thornhill, 2019; Creswell and Plano Clark, 2018). For example, if many participants report that financial stress affects concentration, the interview stage can explore how and why this happens in everyday hospitality work.
Interview recordings will be transcribed and analysed using thematic analysis. Braun and Clarke (2006) and Fereday and Muir-Cochrane (2006) describe thematic analysis as a process of identifying, organising and interpreting recurring patterns of meaning across participants’ accounts. The analysis will examine themes relating to financial pressures, wellbeing, workplace performance and organisational support, while also considering experiences that differ from the most common patterns.
[bookmark: _Toc233630366]The final stage will integrate the descriptive survey findings with the interview themes to provide both breadth and depth when answering the research questions. The survey will show the patterns reported across the participant group, while the interviews will provide greater context about how employees experience financial stress and evaluate organisational support within hospitality employment. Integration will focus on where the two stages support each other, where interview accounts add explanation to survey patterns, and where unexpected differences appear (Creswell and Plano Clark, 2018).
[bookmark: _Toc233652758]4.5 Research Quality
Research quality will be considered differently across the quantitative and qualitative stages of this mixed-methods study. In quantitative research, quality is commonly linked to reliability, validity and generalisability, while qualitative research focuses more on the credibility, consistency and relevance of the researcher’s interpretation of participants’ accounts (Carrig and Hoyle, 2011; Leung, 2015). Lincoln and Guba (1985) describe trustworthiness as an important way of judging qualitative research quality.
For the survey stage, validity will be strengthened by designing the questionnaire around the research questions, the literature review and the key concepts of financial wellbeing, job demands and resources, and perceived organisational support. A small pilot will be completed before the survey is distributed to check that the questions are clear, relevant and easy to understand. The pilot will also check the order of the questions, the appropriateness of the response options and whether the survey can be completed within the expected time (Carrig and Hoyle, 2011).
Reliability will be supported by using the same anonymous online questionnaire, instructions and five-point agreement-scale responses for all participants. However, the questionnaire is researcher-designed for this study and will not be presented as a validated financial-stress scale. The survey will identify patterns in participants’ reported experiences rather than produce a validated financial wellbeing score (Carrig and Hoyle, 2011).
Generalisability will be limited because the study uses a voluntary purposive and snowball sample of approximately 40–60 participants. The quantitative findings will describe the experiences of the participant group and will not be used to make statistical conclusions about all UK hospitality employees (Carrig and Hoyle, 2011; Saunders, Lewis and Thornhill, 2019).
For the interview stage, quality will be supported through a semi-structured interview guide, neutral questions, audio recording with consent, accurate transcription and reflexive notes. These steps will help ensure that the analysis remains close to participants’ accounts rather than being shaped only by the researcher’s assumptions (Leung, 2015; Lichtman, 2013; Morse et al., 2002). 
The interview findings will not aim to generalise to all hospitality employees. Instead, they will provide detailed context about how participants understand financial stress, wellbeing, workplace performance and organisational support, which is consistent with the explanatory purpose of the qualitative stage (Leung, 2015).
Finally, the survey patterns and interview themes will be compared during the final analysis. This will show where the two stages support each other, where they provide different insights and how the combined findings answer the research questions in more depth. This integration is important because the study is not only concerned with whether financial stress is reported, but also with how employees explain its effects and evaluate organisational support (Creswell and Plano Clark, 2018).









[bookmark: _Toc233652759]5. Limitations 
This study has several limitations linked to its small-scale design, sampling strategy, data-collection methods and cross-sectional time horizon. These limitations do not undermine the value of the research, but they shape how the findings should be interpreted. The study is designed to generate context-rich insight into financial stress among UK hospitality employees rather than to produce statistically generalisable conclusions about the whole sector.
A first limitation concerns sampling. The study will use a voluntary purposive and snowball sample of approximately 40–60 survey participants. Because this is a non-probability sample, some groups of hospitality employees may be under-represented, particularly those with limited access to online networks or those who are less willing to discuss financial pressure. The survey findings will therefore be presented as indicative patterns within the participant group, not as statistically representative findings for all UK hospitality employees (Bickman and Rog, 2009; Saunders, Lewis and Thornhill, 2019).
[bookmark: _Toc233630368]A second limitation is that the questionnaire will be researcher-designed rather than a validated financial-stress scale. Although the questions will be informed by the literature review and aligned with the research questions, the survey will not produce a validated financial wellbeing score. This means that the findings can identify reported experiences and perceived patterns, but they cannot be treated as a formal psychometric measurement of financial stress (Prawitz et al., 2006; Carrig and Hoyle, 2011).
A third limitation is that both the survey and interviews will rely on self-reported accounts. Participants may choose not to disclose sensitive financial experiences, may interpret questions differently, or may provide answers they consider more socially acceptable. This is particularly relevant because financial stress can be a personal and potentially uncomfortable topic. The anonymous survey, separate interview-volunteer form, voluntary participation and reassurance that no employer will see individual answers will reduce this risk, but they cannot remove it completely (Šimundić, 2013).
A fourth limitation is the cross-sectional time horizon. Data will be collected during one defined period, so the study will provide a snapshot of participants’ current or recent experiences rather than showing how financial stress, wellbeing, performance or perceptions of organisational support change over time. This means that the study cannot establish causality or track whether organisational support has longer-term effects on employees’ financial wellbeing (Saunders, Lewis and Thornhill, 2019).
A fifth limitation concerns the qualitative stage. Three to four interviews will provide useful depth, but they will not capture the full diversity of experiences across the hospitality sector and will not be treated as evidence of data saturation. Guest, Bunce and Johnson (2006) show that saturation depends on the purpose and variability of interview data, so this study will use the interviews to add explanation rather than claim comprehensive coverage. In addition, because interview volunteers will provide contact details through a separate form, their interview accounts cannot be linked to individual anonymous survey responses. The interviews will therefore be used to explain and add context to the overall survey patterns rather than to trace the same participant’s experience across both stages (Creswell and Plano Clark, 2018; Leung, 2015).
Finally, the study will focus on employees’ perceptions rather than employer records, financial documents or objective performance data. This is appropriate for the research aim, which centres on how employees experience and interpret financial stress, but it means that the study cannot verify participants’ financial circumstances or directly measure workplace performance. The findings should therefore be understood as evidence of perceived effects and reported experiences rather than objective measures of financial hardship or performance outcomes.











[bookmark: _Toc233652760]6. Project Planning
The Gantt chart below summarises the planned research schedule from June 2026 to May 2027. Key stages include proposal submission, ethical approval, literature review development, methodology refinement, recruitment, data collection, analysis, dissertation writing, final editing and submission.
The study will use existing access to a laptop, internet connection, university library databases, Microsoft Forms, online meeting software and University-approved storage. No travel or participant-payment costs are expected.

	Project Planning (Gantt Chart)

	Planned Development / Target Date
	Jun 2026
	Jul 2026
	Aug 2026
	Sep 2026
	Oct 2026
	Nov 2026
	Dec 2026
	Jan 2027
	Feb 2027
	Mar 2027
	Apr 2027
	May 2027

	Submission of research proposal
	
	
	
	
	
	
	
	
	
	
	
	

	Ethical clearance and permissions
	
	
	
	
	
	
	
	
	
	
	
	

	Literature review
	
	
	
	
	
	
	
	
	
	
	
	

	Research methodology
	
	
	
	
	
	
	
	
	
	
	
	

	Participant recruitment
	
	
	
	
	
	
	
	
	
	
	
	

	Online survey distribution and data collection
	
	
	
	
	
	
	
	
	
	
	
	

	Preliminary survey analysis
	
	
	
	
	
	
	
	
	
	
	
	

	Follow-up semi-structured interviews
	
	
	
	
	
	
	
	
	
	
	
	

	Full analysis and integration of findings
	
	
	
	
	
	
	
	
	
	
	
	

	Writing of draft chapters
	
	
	
	
	
	
	
	
	
	
	
	

	Final editing and submission
	
	
	
	
	
	
	
	
	
	
	
	


[bookmark: _Toc233559168]
Figure 4: Project plan (Gantt chart). Source: Researcher’s own development.

[bookmark: _Toc233652761]7. Ethical Considerations
This study involves sensitive topics because financial pressure and wellbeing are personal issues. Ethical safeguards will therefore focus on informed consent, voluntary participation, anonymity, confidentiality, secure data handling and participant wellbeing (Iltis and MacKay, 2024; Saunders, Lewis and Thornhill, 2019).
Data collection will begin only after ethical approval from the University of Wales Trinity Saint David (University of Wales Trinity Saint David, 2022). Participants will receive clear information about the study purpose, eligibility, voluntary participation, data use and their right to stop before submitting the survey, supporting UK GDPR principles of lawfulness, fairness and transparency (Information Commissioner’s Office, 2026).
The survey will collect only information needed for the research questions and will not ask for exact income, debt levels, bank details, financial documents, employer names or unnecessary personal details. Participants will also be asked not to name employers, managers, colleagues or identifiable locations in open-text responses, supporting UK GDPR principles of purpose limitation and data minimisation (Information Commissioner’s Office, 2026).
Survey participants may stop before submission. After submission, individual survey responses cannot be removed because no identifying information will be collected; this will be explained in the survey introduction.
[bookmark: _Toc233630370]Interview volunteers will provide contact details through a separate form that will not be linked to anonymous survey responses. They will receive separate information and consent materials and may withdraw within 14 days before recordings or transcripts are anonymised or analysed.
Because interviews may involve sensitive experiences, participants may refuse any question, ask for a break or end the interview at any time. The researcher will use neutral questions, avoid detailed private financial questions and stop the interview if a participant becomes distressed (Brinkmann, 2023; Briggs, 2007; Iltis and MacKay, 2024).
Interview contact details, consent forms, recordings and transcripts will be stored separately in password-protected, university-approved storage, with access limited to the researcher and authorised supervisor or examiner where required. Data will be retained only for the approved period and then securely deleted in line with University requirements and UK GDPR principles (Information Commissioner’s Office, 2026).
Findings will be reported anonymously. Names of employers, managers, colleagues and identifiable locations will be removed where necessary, and interview participants will be assigned codes during analysis and reporting.
Recruitment will not take place through managers, and the researcher will not invite direct reports or current colleagues over whom she has authority. Participation will be voluntary and unpaid. The researcher will not provide financial, legal, employment or health advice; survey and interview information will advise participants to seek independent support if needed.
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This appendix contains the proposed anonymous online survey, the separate interview volunteer form and the semi-structured interview guide used to support the explanatory sequential mixed-methods design.
A1. Survey Introduction
This survey forms part of an MBA research project exploring financial stress, employee wellbeing, workplace performance and perceptions of organisational support among hospitality employees in the United Kingdom.

For the purpose of this survey, financial stress refers to worry or pressure relating to money, income or meeting regular living costs. The survey is anonymous and should take approximately 8–10 minutes to complete. Participants will not be asked to provide exact income, debt levels, bank details or financial documents.

Participation is voluntary. You may stop completing the survey at any time before submitting your answers. No payment or incentive will be offered for participation. Survey responses will be analysed and reported only in anonymised, grouped form.
Please do not include the name of your employer, manager, colleagues or any other identifiable person in the optional open-text responses.












A2. Consent and Eligibility

	Question
	Question wording
	Response options / format

	Q1
	I confirm that I am aged 18 or over.
	Yes / No

	Q2
	I confirm that I currently work, or have worked within the last 12 months, in the hospitality sector in England, Scotland, Wales or Northern Ireland.
	Yes / No

	Q3
	I understand that participation is voluntary and that the survey is anonymous.
	Yes / No

	Q4
	I consent to take part in this survey.
	Yes / No




A3. Background Information

	Question
	Question wording
	Response options / format

	Q5
	What type of hospitality setting is or was your current or most recent UK hospitality role?
	Hotel / Restaurant / Café / Bar / Events / Resort / Other / Prefer not to say

	Q6
	What is or was your current or most recent UK hospitality role?
	Front of house / Waiter or waitress / Bartender / Reception / Housekeeping / Kitchen or chef / Supervisor or manager / Other / Prefer not to say

	Q7
	How long have you worked in hospitality?
	Less than 6 months / 6–12 months / 1–3 years / More than 3–6 years / More than 6 years / Prefer not to say

	Q8
	What type of contract does, or did you have in your current or most recent UK hospitality role?
	Full-time / Part-time / Zero-hours / Temporary / Agency / Other / Prefer not to say

	Q9
	In your current or most recent UK hospitality role, how predictable were or are your weekly working hours?
	Always / Often / Sometimes / Rarely / Never / Prefer not to say





A4. Financial Stress

For Q10–Q27, answer about your current or most recent UK hospitality role; for Q10–Q26, use 1 = strongly disagree to 5 = strongly agree.

	Question
	Question wording
	Response

	Q10
	I worry about whether my income is enough to cover essential living costs.
	1–5

	Q11
	Changes in my working hours make it difficult to plan my finances.
	1–5

	Q12
	Financial pressure affects my stress levels.
	1–5

	Q13
	Financial pressure affects my sleep or ability to relax outside work.
	1–5

	Q14
	I feel or felt financially secure in my current or most recent UK hospitality role.
	1–5

	Q15
	I find it difficult to stop thinking about financial worries while I am at work.
	1–5




A5. Wellbeing and Workplace Performance

	Question
	Question wording
	Response

	Q16
	Financial stress affects my mood at work.
	1–5

	Q17
	Financial stress affects my motivation at work.
	1–5

	Q18
	Financial stress affects my concentration during shifts.
	1–5

	Q19
	Financial stress makes it harder to deal with difficult customers or stressful situations.
	1–5

	Q20
	Financial stress affects my overall wellbeing.
	1–5

	Q21
	When I experience financial stress, it is harder for me to perform well at work.
	1–5









A6. Organisational Support

	Question
	Question wording
	Response

	Q22
	In my current or most recent workplace, I feel or felt that my employer understands the financial pressures employees may face.
	1–5

	Q23
	My current or most recent workplace provides useful support for employee wellbeing.
	1–5

	Q24
	I would feel comfortable asking my manager for support if financial stress affected my work.
	1–5

	Q25
	I know where to find support if I experience financial or wellbeing difficulties.
	1–5

	Q26
	More support from employers could help hospitality employees manage financial stress.
	1–5

	Q27
	Which types of support do you think would be most useful?
	Clearer pay information; predictable rotas; financial wellbeing advice; confidential external support; mental health support; progression opportunities; training; employee benefits; flexible working; other.





A7. Optional Open Questions

	Question
	Question wording
	Response options / format

	Q28
	In your view, what are the main causes of financial stress for hospitality employees?
	Optional open-text response

	Q29
	In your view, how can financial stress affect hospitality employees at work?
	Optional open-text response

	Q30
	What could hospitality employers do to support employees better?
	Optional open-text response
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Volunteer Form

Completing this form is optional. Contact details will be collected separately and will not be linked to anonymous survey responses. Completing this form does not mean that a person has agreed to take part in an interview; it only means that they are willing to be contacted with further information about the follow-up interview stage.
	Item
	Form wording
	Response format

	B1
	I am willing to be contacted about a short follow-up interview.
	Yes / No

	B2
	Name
	Short answer

	B3
	Email address.
	Short answer

	B4
	Preferred interview format.
	Microsoft Teams / Zoom / Telephone / No preference

	B5
	Are there any preferred days or times for contact?
	Short answer — optional
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Appendix C: Semi-Structured Interview Guide

The interview will last approximately 20–25 minutes and will take place online or by telephone. Before the interview begins, participants will receive separate information and consent materials. Participants may refuse to answer any question, ask for a break or end the interview at any time without giving a reason.
Interview Questions

	Question
	Interview question
	Purpose / possible probe

	1
	Can you briefly describe your current or most recent role in the UK hospitality sector?
	To understand the participant’s work context.

	2
	From your experience or observation, what financial pressures can affect people working in hospitality?
	Probe for common pressures such as pay, hours, travel, housing or living costs, without asking for private financial details.

	3
	In what ways, if any, can financial pressure affect employees’ wellbeing outside work?
	To explore perceived links between financial pressure, stress, sleep, recovery and general wellbeing.

	4
	In what ways, if any, can financial pressure affect employees’ concentration, motivation or performance during work?
	To explore perceived effects on workplace performance and service-related behaviour.

	5
	What wellbeing, financial or workplace support is currently available in your current or most recent hospitality workplace?
	To identify perceived existing support and whether employees know how to access it.

	6
	What types of organisational support would feel useful, realistic and trustworthy for employees experiencing financial stress?
	To explore support that participants consider meaningful, practical and credible.

	7
	Is there anything else you think hospitality employers should understand about financial stress, wellbeing or support?
	To allow participants to add any further views not covered by earlier questions.
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