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Abstract
The aim set for this dissertation was to create an analysis of the impact that Covid-19 has had on minimum wage employees’ wellbeing within the retail industry. 
The researcher of this dissertation had created a review of any academic literature relating to well-being and well-being within the workplace including the retail industry to gather a better understanding of how well-being is portrayed in the working environment. These findings were then used when analysing the interview questions that were carried out. 
The researcher had also created and conducted semi-structured interviews. These interview requests were sent out to seven individuals, however, the researcher only managed to get five respondents. The researcher found it difficult to compare the literature found in chapter 2 to the answers from the interviews due to the vast differences in the studies. Many of the literature review studies were conducted before the global pandemic or are not within the UK, which made it difficult to compare the findings. 
Overall, the research had come up with a framework which covers the primary factors that have affected the well-being of employees in minimum wage positions within the retail industry during the coronavirus pandemic. These include Underestimating induvials’ issues in relation to using well-being schemes, Recognition of how the pandemic has affected individuals outside of the workplace, The lack of priority over well-being in the workplace and the use of Government guidelines and safety interventions. 
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[bookmark: _Toc103243256]1.0 Chapter 1 – Introduction
[bookmark: _Toc103243257]1.1 Overview 
This dissertation will examine the well-being of employees at work. It will analyse the impact that covid-19 has had on minimum wage employees’ well-being within the retail industry. The researcher will break down the factors that have impacted the well-being of employees in their workplace due to the coronavirus outbreak. 
[bookmark: _Toc103243258]1.2 Background Literature
Coronavirus is an infectious disease that is caused by the SARS-Cov-2 virus. It is a respiratory illness where individuals may become seriously ill or have very mild symptoms. The best way to stop the spread of the virus is to protect yourself and to stay at least 1 meter from other individuals and to get vaccinated (NHS, 2022). This virus led to many businesses closing and moving employees to work from home (World Health Organization, 2021). According to the Office of National Statistics, the number of organisations that closed during quarter 3 (July to September) in 2021 was 100,835 which was 50% higher than in Quarter 3 of 2020 (ONS, 2021b). Also, the number of working adults who did any form of work from home in 2020 increased to 37% on average from 27% in 2019. Most workers living in London were most likely to work from home (ONS, 2021a). Although many people found working from home has some negative points such as many 16–29-year-olds felt that they were more distracted from working from home and found it harder to work with others. Although 50–69-year-olds felt that there were fewer distractions working from home and found they were completing work quicker. There was a joint agreement between 16-29-, 30-49- and 50–69-year-olds that working from home had improved their wellbeing and their work-life balance (ONS,2021a). 
The coronavirus outbreak containment measures will have a big impact on the economy, business and working lives for years to come (CIPD, 2020). According to the CIPD website, many organisations will have to make sudden changes to the way they work including how and where the jobs can be carried out, as well as planning how to return employees to work safely. On the other hand, workers have to adapt to the new ways of working,  and also adapt to the changes in circumstances in their personal life. 
Wellbeing in the workplace is very important as it can lead to an increase in resilience, good employee engagement, reduced sickness absence and better performance productivity (Suff, 2021).  
A survey carried out by CIPD, it showed that employees’ work-life balance, well-being has been very challenging during the pandemic. Between May and June 2020, there was an 8% decrease in employees who were furloughed. Although the survey showed that 58% of the employees who were not furloughed are still working from home all the time. On the whole, 7 out of 10 of employees were satisfied with how their employers responded to covid-19, they say that their managers were checking up on their health and wellbeing. Although, employees are still feeling anxious about the return to work, 55% of employees were given adequate information about the return to work and 44% said that they had been adequately consulted about the return. It is shown that a consultation can reduce the anxiety about returning to work. Also, employers need to start prioritising health and safety at work as 21% currently going into work are not satisfied with the health and safety measures in place by the employer and 32% of those going to work are extremely anxious about catching or spreading covid in the workplace (CIPD, 2020). Summers and Nowicki (2003), suggest that the more secure an organisation is and the less competitive environment, the more latitude managers have to encourage employees to lead balanced lives. This shows that the more managers engage with the employees the healthier the environment at work. 
The CIPD and Simply Health and wellbeing survey showed that stress-related absence has increased, with 37% of respondents saying that stress-related absences had increased over the past year (CIPD, 2020a). Also, the HSE 2020, showed that work-related stress, depression, or anxiety accounts for 44% of work-related health and 54% of lost working days. Many employers have created health and wellness programs following the covid-19 pandemic. These programs are to boost morale, effectiveness, and resilience across the organisation (Hapi, 2021). 
There are many disadvantages of working from home that can affect employees these include lack of teamwork and motivation, unmonitored performance and many lack of a good working environment which is a risk to productivity (Ikram, 2020). These can all impact an employee’s well-being in different ways. There are many articles and research projects around this field as it is a new subject that interests many people due to the impact it has all over the world. Although, there are mainly based on employment as a whole. 
[bookmark: _Toc103243259]1.3 Aims and Objectives 
An aim is what you hope to achieve overall from a project, it is generally broad and ambitious but not beyond possible (Thomson, 2014).
The aim of this research is to analyse the well-being of minimum wage employees in the retail industry and to see whether the covid-19 pandemic has had an impact on their well-being. To achieve this aim, there will be set objectives put in place. According to SAMHSA (2018) objectives are precise, actionable targets that must be met in each time frame to attain a specific goal. They are actions that must be completed to attain the research’s anticipated outcome. 
Objectives are specific steps that you take to achieve the aim of the project, it is where you make the project tangible as you are saying how you will reach the end aim (Thomson, 2014).
1. To carry out a comprehensive literature review consisting of the current information available relating to employee well-being in the retail industry

2. To carry out primary research in the form of semi-structured interviews to gather insight into the current opinions of minimum wage employees regarding well-being in the retail workplace before, during and after the covid-19 pandemic 

3. To create a framework model outlining the primary factors that have affected the well-being of employees in minimum wage positions in the retail industry throughout the coronavirus pandemic 

[bookmark: _Toc103243260]1.4 Research Methods 
It is critical to have the correct study design in place to achieve the aim of the project. The term “Research Design” can be defined in a variety of ways. According to Saunders, et al.(2007), a research design is a general plan of how to go about answering the research questions. Cohen, et al. (2011) says that depending on the type of research you are carrying out reflects on what design will be required. 
Interpretivism is a form of qualitative methodology (Cloud, 2019). It is a sociological theory that shows it is important to understand or interpret the beliefs, motives, and actions of individuals to understand social reality (Hasa, 2011). Interpretivists prefer more humanistic qualitative methods while Positivists on the other hand prefer scientific quantitative methods (Thompson, 2015).  Theories are also used to create hypotheses that can allow and assess the law (deductivism). Although, knowledge can be created by gathering facts which serve as a foundation for legislation (Inductivism).
The collection and analysis of data can be gathered via two methods qualitative research and quantitative research. Quantitative research is expressed in numbers and graphs with information gathered from experiments, observations, and surveys. Whereas qualitative research is expressed in words, the methods that can be used are interviews with open-ended questions, observations, and literature review (Streefkerk, 2019). 
Qualitative research is going to be the main method for this researcher as there will be observations taken before during and after covid-19 in the workplace. For the information about the future of well-being at work objective, the researcher will ask a question regarding what employees would like to happen to make their well-being the top priority. The researcher will use interviews to gather the relevant information. The researcher will be focusing on participants aged 18 to 65 as these are the prime ages for work. It will focus on all genders as well as all ethnicities to get a wide-scale view. The researcher will put a post on social media platforms including Facebook, Twitter and LinkedIn where participants have the option to participate in the interview. This would be the best option at the current time due to coronavirus still having an impact on many organisations where majority of staff are still working from home and therefore face to face interviews are not ideal at the current time. Although there are risks that individuals may not feel comfortable completing an interview about their well-being and therefore the researcher will need to ensure that the participant is fully aware that this information will be completely autonomous and confidential and will only be used for the purpose of the report. The participants will be informed of what they are getting themselves into before starting the interview process. The researcher will use the theoretical situation theory to reach a point in the analysis where sampling any more data will not lead to more information relating to the research topic (Seale, 2000). The theoretical situation is a term used when gathering qualitative research and is mostly used in the grounded theory approach (Seale, 2000). Therefore, due to the theoretical situation the researcher will aim for seven interviews to gather enough information to analyse how the retail industry has been impacted during the coronavirus pandemic and to see how this has affected the well-being of minimum wage employees in the retail sector.
There is a risk of asking biased questions in the interviews as the respondents could potentially misunderstand the wording of a question (Ambiguous question) which could make the respondent answer the question in a different way than intended. The researcher must ensure that there is no technical jargon used in the interview process that could be misunderstood by respondents. There is also the risk of being too intrusive which could lead to individuals refusing to answer, therefore the researcher must ensure that there is the option for participants to skip a question if felt they do not want to answer (Choi and Pak, 2005).
[bookmark: _Toc103243261]1.5 Resources and Planning 
The resources needed for this dissertation will be access to a laptop with working internet to access academic books, journals, and news articles as well as a personal secure laptop for collecting the research data. The researcher will be able to source these in the university library as well as online book websites and the local library. The dates of all upcoming drafts and deadlines can be seen via the Gantt chat in Appendices 1.















[bookmark: _Toc103243262]2.0 Chapter 2 – Literature Review
[bookmark: _Toc103243263]2.1 Chapter Overview
In this chapter, the researcher will discuss what literature has already been carried out surrounding this topic. The  literature review aims are to carry out a comprehensive literature review consisting of the current information available relating to employee well-being in the retail industry. The researcher will look at well-being, well-being at work, what changes were made in the workplace including remote working, social distancing, and reduced staff and then finally how this affected minimum wage employees in the retail industry. This research will then lead the research to see whether there is a gap in the market for this research and why it is important for the author to carry out this project. 
[bookmark: _Toc103243264]2.2 The Literature 
The author of this literature review used research tools such as google, google scholar and the University of Wale Trinity Saint David library to look for articles, journals or reports that have the same or a similar topic to the one being researched. Initially, the author was using keywords to find articles to relate to. 
[bookmark: _Toc103243265]2.3 Wellbeing at Work 
[bookmark: _Toc103243266]2.31 Wellbeing 
Research into well-being is extremely important for the success of productivity in the workplace. It is found that those exhibiting high well-being are more efficient in learning, being productive and having more positive work relationships (Ruggeri et al., 2020). According to Wellbeing People, Well-being and the maintenance of wellness has been around for centuries in different forms, it is often seen as being described as simply just feeling good from different things including improved physical or mental health, recovery from illness, greater productivity and overall, a healthy lifestyle (Wellbeing People, 2022). Also, according to the Mental Health Foundation (2015) well-being is about the comfort, health and happiness individuals have in their lifestyles although the term is so broad it is impossible to define it as a moment of happiness. As it is difficult to provide a set definition, for this dissertation the working definition that will be used is by Thomas (2009) who described the term Wellbeing as being “intangible, difficult to define and even harder to measure” p.11. 
[bookmark: _Toc103243267]2.32 Work Place Wellbeing 

Workplace wellbeing can be affected by many different activities including employee working life, the environment employees work in e.g., ensuring they have enough space or privacy, the temperature employees work in and the day-to-day feelings of their work (Public Health England, 2015). Employers need to be aware of these impacts for them to take action to create positive well-being for their employees (Mind, 2022a). According to the Mind association (2022a), some organisations put space dividers or quiet areas for staff in place to support their well-being at work. Workplace Wellbeing is such an important topic, and it occupies the highest organizational research (Widiana, Aryanti and Sari, 2020). 
According to the health and wellbeing report carried out by CIPD, employee wellbeing is on the increase in cooperative agenda. It was found in their research that there has been a decrease in participants regarding their organisation as being reactive rather than proactive on health and wellbeing (27% down from 41% in 2020) (CIPD, 2020a). There was also a small increase in the proportion of organisations that have a formal well-being strategy (50% up from 44% in 2020). It has been found over the past years that mental health is one of the most common focuses of well-being activity. It is also found that mental health-related issues are the most common cause of long-term absence at work at 56% (CIPD, 2020a). In 2021, more organisations have been focusing on mental health and wellbeing to a large extent ( 57% up from 41% in 2020). The findings from their research show that Covid-19 has created a greater focus on mental health (CIPD, 2020a). 
[bookmark: _Toc103243268]2.33 The Coronavirus Outbreak linked to wellbeing  

The current global pandemic that first hit in 2020 had a massive impact on the workplace and the way organisations worked in general (Akixi, 2021). Some retail stores shut their doors in 2020, as they were considered non-essential whereas some had to remain open and serve the nation during these tough times including grocery stores, warehouses, and delivery teams (Dennerlein et al., 2020). After a couple of months, clothing retail stores and other non-essential shops were allowed to reopen. This meant that the covid-19 expositor among people increased and the likelihood of employees in these industries catching covid-19 was high, which could have impacted in the well-being of majority of staff ( Rothan and Byrareddy, 2020).
According to research carried out by Juchnowicz and Kinowska (2021) the main changes employees faced were working from home, virtual team meetings, social distancing, and sudden unemployment. It was seen that the shift to digital working had created a larger focus on employee wellbeing during these times (Juchnowicz and Kinowska, 2021). Although in contrast to this, a study by Zürcher et al (2021) found that employee well-being, job satisfaction and family life have all been negatively affected during these times. This could be due to the fact many employers are not providing the correct support for employees that are struggling to maintain positive well-being. Although previous research by Navickas et al (2021), is supported by Juchnowicz and Kinowskas’s research as they found that employers have adapted to the needs of their employees which has caused an increase in the focus on Corporate Social Responsibility (CSR). Companies must follow CSR initiatives as it allows them to prove to their stakeholders that the well-being of their employees is the main propriety (Hiswåls et al., 2020). 
Kowalski and Loretto (2017) found that many organisations are introducing well-being schemes and learning programs which will help employees have more of an understanding of the importance surrounding wellbeing. According to the research carried out by CIPD, it shows that most organisations questioned provide one or more well-being benefits to employees. Schemes and benefits help contribute towards the attitudes of employees which improves moods and morale and it benefits the overall success of an organisation due to employees performing their roles in a more efficient way (Bryson, Forth and Stokes, 2017). Most organisations offer health promotion benefits including free eye tests, flu jabs, in-house gym and/or subsidised gym memberships, wellbeing days and more. On top of this most organisations also provide some form of employee support. Nearly three-quarters provide counselling services and employee assistance programmes to all employees, a proportion of that has gradually increased over the past couple of years (CIPD, 2021a). Just under two-thirds of organisations (64%) provide insurance or protection initiatives for some groups of staff, which has shown little change in previous years. Insurance and protection benefits are found to be more common in the private sector. Whereas counselling services, employee assistance programmes, stop smoking support, wellbeing days, regular relaxation or exercise classes and free flu vaccinations are all most common among the public sector (CIPD, 2021a). The results from the research show that 38% of employees in the public sector have well-being days in comparison to 26% of the private sector (CIPD, 2021a). One reason the CIPD report doesn’t fit this dissertation is because it is not focused on a specific industry and focuses on many types of employment categories. Also, another reason why the CIPD report does not fit this dissertation is because the majority of employees that were researched reported that their organisation paid above the statutory minimum wage.
[bookmark: _Toc103243269]2.34 Minimum Wage and Wellbeing 

The minimum wage is the minimum amount of remuneration an employer is required to pay wage earners for the work that is carried out during a given period. This wage cannot be reduced by collective agreement or an individual contract (International Labour Organisation, 2015). The national minimum wage and the national living wage are two different terms. The national minimum wage is the minimum pay an individual will get per hour for working which is depended on you age and whether you’re an apprentice or not to receive the national minimum wage the individual must be 23 or over (West, 2021). Currently, the national living wage for an individual 23 and over is £9.50 which can be seen in figure 1 below (GOV.UK, 2022). 
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[bookmark: _Toc102064062][bookmark: _Toc103077092][bookmark: _Toc103078756][bookmark: _Toc103168608]Figure 1 - National Minimum Wage and National Living Wage from 1 April 2022                 (GOV.UK, 2022)

A study was carried out in 2013 by Ellen Flint, Steven Cummins and Jane Wills which investigated the effect of the London living wage on the psychological wellbeing of the low-wage service sector employees. The reason this study does not fit with this dissertation is because it does not focus on minimum wage employees in the retail sector and more on labour jobs such as cleaning in different organisations, also this study was carried out before the covid-19 pandemic which would have an impact on the psychological wellbeing of employees within the minimum wage bracket. This study was conducted by 300 service sector employees in London and of which 173 were in London Living wage workplaces. The researchers used the Warwick-Edinburgh Mental Wellbeing Scale which measured positive well-being. From this, a multivariate linear regression was used to see whether working for a London living wage employer had any connections to greater psychological wellbeing. It was found that employees working for the London living age had well-being score of 3.9 units higher than the average of those that were not. Therefore, the employees that worked for a London living wage organisation had higher psychological well-being than those who did not. It was also shown that this was irrespective of any differences in the socioeconomic or demographic composition of the two groups (Flint, Cummins and Wills, 2013). 
Another study was carried out focusing on protecting the low wage workers during the covid-19 pandemic. This study was carried out by Marc Cubrich (2020). This study did focus on minimum wage employees which are related to the topic being studied in this dissertation, however, it still does not specifically focus on retail workers which again shows there is a gap in the market for this research. This study was also conducted in the USA, not the UK. The research aimed to highlight the factors that are associated with low-wage work that makes the workers more vulnerable to the pandemic and to provide recommendations to maintain the safety, wellbeing, and dignity of low wage workers (Cubrich, 2020).  When looking at white-collar jobs their employers allow them to work virtually or remote working, low wage jobs are required to put their own lives at risk while interacting with the public due to the proximity, frequent contact with co-workers and duties all round that requires close contact (Elliingson, Tews & Dachner, 2016).  The findings of this study found that the low wage rates have a link to the lack of benefits and job security in the USA. The researcher stated that policies and programs should be in place to help the low-wage workers achieve greater financial security and well-being. On top of that, it was also found that many actions were needed to be carried out to protect the well-being of the low-wage workers (Cubrich,2020). This shows that the organisations that were studied did not have wellbeing as the main focus during a time when it should have been one of the employers’ main focuses.
The researcher also found a study carried out by Brown et al., (2008). The downfall with this report is that it is very outdated being 14 years old. Another downfall is that this was written before the global pandemic that hit in 2020 meaning the information will be different to what is being studied in this dissertation. This study was conducted by an analysis of 16,000 British employees. It was found that satisfaction and wellbeing levels are dependent on more than just simple relative pay and that dependent on the ordinal rank of an employee’s wage within a comparison group (Brown et al., 2008). 
The final study that was found was an analysis of the impact of minimum wages on well-being. One reason this research is not similar to this dissertation is that it is carried out and based on employees in Germany and therefore gives another reason as to why this dissertation should be carried out. This report was carried out to analyse the effects on well-being due to minimum wage in organisations in Germany by using the minimum wage as a quasi-experiment. A quasi-experiment is an experiment that is carried out to establish a cause-and-effect relationship between independent and dependent variables (Thomas, 2020b). Although, the participants of the quasi-experiment cannot be randomly assigned to the independent variable (Linder, 2021). The variables in a research project are the different characteristics that can mean different values, this can include things like height, age or temperature. The independent variable is the cause, whereas the dependent variable is the effect (Thomas, 2020a).
To finalises this literature review it is clear to see that there is not much information surrounding the topic being discussed in this dissertation. All the research found from other reports is either not specific enough to the retail industry or is not related to minimum wage employees in organisations. Also, a lot of the reports were carried out before  the Coronavirus outbreak meaning a lot of the information has changed due to the alterations that have been made in the workplace and the benefits systems. 
According to the statistics on Statista, the total average employment rate in enterprises for the retail industry within the UK in 2019 averaged 3.1 million people which makes up a huge amount of the UK workforce (Statista, 2019). This shows that more research is needed to look at the well-being of such a large amount of people in the world of work. Also, there is a theory that the pandemic has made workers from all industries  re-evaluate their opinion on what they want from their workplace. This is known as the great resignation (Boys, 2022). Many employees have quit their jobs, chosen to work fewer hours or changed the sector in which they work since the beginning of the pandemic when lots of changes were made in many organisations (Morgan, 2021). With individuals leaving or changing their jobs it is causing many organisations to be left understaffed and this creates a bigger workload for those individuals who are left behind in the workplace, this can cause a huge amount of increase in stress and will have an impact on individuals’ mental health causing their wellbeing to decrease (Christian, 2021). 



[bookmark: _Toc103243270]3.0 Chapter 3 – Methodology

[bookmark: _Toc103243271]3.1 Chapter Overview 

In this chapter the researcher will discuss the Methodology of the dissertation. This will include researching a scientific definition of the word research. It will then lead to analysing the research onion including what is it and how it is used. Which will then follow onto the philosophies of the research onion and how they are related to this dissertation. 
[bookmark: _Toc103243272]3.2 Definition of Research 

According to Collis and Hussey (2014), Research cannot be defined by one definition this is because the term research could mean many different things to many different people. Even though there are all these different definitions for the term, there is a general agreement that is found in the definitions of research. These include “a process of inquiry and investigation”, “systematic and methodical” and “increases knowledge” (Collis and Hussey, 2014, P.2). These definitions tell the author that for research to be successful the correct methods must be used when collecting and analysing research data and are applied correctly. Research is generally used to investigate a research project or question to find out more information on a specific topic or area (Collis and Hussey, 2014). This dissertation research will allow the author to explore and analyse the changes that have been made in the workplace due to Covid-19 and assess whether this has impacted the well-being of minimum wage employees. It will also allow the author to create an understanding of what businesses can do to help maintain positive employee well-being (Collis and Hussey, 2014).
[bookmark: _Toc103243273]3.3 Research Onion 
The Research Onion was developed by Saunders, Lewis, and Thornhill  (2007). The research onion is used when collecting data in a research project, it is important that you look at the onion in layers and each layer must be fully understood and explained rather than “peeled and thrown away”. The onion can be seen in figure 2 below. (Saunders, Lewis, and Thornhill, 2019, p.128). 
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3.4 [bookmark: _Toc103243275]Philosophies 
[bookmark: _Toc103243276]3.41 Philosophy 

The philosophy chosen for this research is interpretivism. Interpretivism refers “to epistemologies or theories about how an individual can gain knowledge of the world, which loosely rely on interpreting or understanding the meanings that humans attach to their actions” ( O’Reilly, 2008, p. 26). Interpretivism is a good theory that helps the researcher understand the meanings and intentions of the people being studied (Myers, 2019). “Interpretive researchers assume that access to reality (given or socially constructed) is only through social constructs such as language, consciousness, shared meanings, and instruments” (Myers, 2019, p.17).  The interpretivist approach is based on a naturalistic approach to data collection such as interviews and observations, therefore the researcher has decided to use this approach. With interpretivism and interviews, the meanings and findings usually emerge towards the end of the research (Dudovskiy, 2021). 
There are many advantages and disadvantages of using the interpretivism approach. One of the main disadvantages of using interpretivism is that there is a chance that the research could be biased in the findings. The primary data that is found in interpretivist studies cannot be generalised as the data is impacted by a personal point of view and values. This means that the reliability and representativeness of data are to be undermined to a certain extent (Dudovskiy, 2021). Although on the contrary, interpretivism allows qualitative research areas such as cross-cultural differences within an organisation, ethical issues, or leadership and analysis of factors impacting leadership etc can be investigated in a great depth. The primary data that is created through interpretivism studies could be associated with a high level of validity due to the data in which that is being studied tends to be trustworthy and honest (Dudovskiy,2021). 
[bookmark: _Toc103243277]3.42 Approach to Theory Development 

The approach chosen for the theory development of this research is induction. Development theories are used in research to gather an understanding of how the processes of change in societies take place (Harriss, 2014). The inductive approach is about the observations and theories proposed nearing the end of the research project as a result of the observations made (Goddard and Melville, 2017).  “Inductive research involves the search for pattern from observation and the development of explanations -theories – for those patterns through a series of hypotheses” (Bernard, 2011, p.22). An inductive approach can also be referred to as a bottoms up approach which means that the researcher will use observations to build-up to the picture of what is being studied, this is the reason why this method will be used in this research project (Lodico, Spaulding, and Voegtle, 2010). An advantage of using Inductive reasoning is that it can predict what might happen in the future or it can establish what a researcher may encounter in the future. Although in contrast to this a disadvantage of using inductive reasoning is that it could lead a researcher to come to a false conclusion even if they have accurate observations (Jordan, 2022).
[bookmark: _Toc103243278]3.43 Methodological Choice 

The methodological choice chosen for this research project will be mono-method qualitative. A study that uses the mono-method approach only uses one method in their research. In this research project, the author will be using a qualitative method (Molina Azorin and Cameron, 2010).
[bookmark: _Toc103243279]3.44 Case Study 

A case study is an approach that is used in the process of a research project which can generate an in-depth full understanding of an issue that is currently happening in the real world (Crowe et al., 2011). The term case study can be defined by Green and Thorogood who said a case study is “an in-depth study was undertaken of one particular case” (Green and Thorogood,.P385, 2018). As the researcher wants to gain in-depth knowledge about the well-being of employees in the retail industry during the covid-19 pandemic, a case study will be an appropriate research design as it allows the researcher to find the key characteristics and implications of the dissertation being studied (McCombes, 2022).  There are however some advantages and disadvantages of using the case study as a research method. An advantage of using this method is that it turns different individuals’ opinions into facts when the data is all put together and coded to find out a similarity between them. Another advantage is that it is inexpensive in comparison to other research methods, this research project will cost the researcher nothing (Gaille, 2018). On the other hand, some disadvantages could include the risk that there could be some bias in the data that is collected by the researcher. Another disadvantage could include that the method has no limits to it and the research could work indefinitely and gather the information that never becomes useful. Therefore, the research will carry out a few interviews that will come to an end once saturation has been met (Baker and Edwards, 2012). 
[bookmark: _Toc103243280]3.45 Time Horizon 

The time horizons of a research project refer to the amount of time the researcher has to carry out the project (Melnikovas, 2018). The time Horizon for this research project is cross-sectional. A cross-sectional study is a form of observational study that involves analysing data that is gathered about a population at a specific point in time. This method is aimed to describe what has been found not measure what has been found (Simkus, 2021). There are again many advantages of using the cross-sectional approach, this can include the speed that the research can be carried out as the research can be completed very quickly as the information is only needed to be gathered once (Jansen, 2020). Also, the cross-sectional approach is very flexible which means that the study can be more descriptive and analytical when looking at the well-being of employees in the retail industry during the covid-19 pandemic (Jansen, 2020). Therefore, this approach was chosen for this dissertation. There are however also some disadvantages of using this approach which include that larger sample size is needed to provide an accurate result. If a small sample is taken during a research project it could mean that there is a risk of a dramatic increase in results due to the chance of coincidence alone (Gaille, 2018b). 
[bookmark: _Toc103243281]3.5 Techniques and procedures: Data Collection and Analysis
[bookmark: _Toc103243282]3.51 Question and lit review matrix 
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[bookmark: _Toc103077094][bookmark: _Toc103078758][bookmark: _Toc103168610]Figure 3 - An Analysis of the qualitative data collected from semi-structured interviews

[bookmark: _Toc103243283]3.52 Interview Design 
The researcher will carry out semi-structured interviews to gather the relevant information needed for the analysis of the report. A semi-structured interview is a research method in which data is collected by asking questions with a predetermined thematic framework, which is not set in order or phrasing (George, 2022). The interviews were taken place both online through video meetings and face-to-face in person. The researcher captured the interviews via audio recording software on a laptop. Which was then transferred into a transcription on Microsoft word. 
[bookmark: _Toc103243284]3.53 Analysis 
The software NVivo was then used to code the transcripts of each interview that took place. NVivo is computer software used to create an analysis of qualitative research from interview transcripts (Kent State University, 2018). The research used different tools that can be found on the NVivo software including coding, memos, relationships, and word cloud creations.
 The research has created codes for each piece of information to put them into specific categories which made it easier for the researcher to find the relevant information when discussing it within this report. Coding information is a very important part when dealing with qualitative research. It allows the researcher to gather all the relevant information into a specific theme or case for further analysis (NVivo, 2022a). 
The research also made use of the memos tool which is a type of document which allows the user to record the ideas, insights and interpretations of the material that is found in the project. They allow the researcher to keep any analysis already ready carried out separate from the material being analysed. The memos were used to create specific chapters within the write-up stage of the report (NVivo, 2022b). 
To support the coding carried out the researcher used the relationship tool which created direct lines between codes that were created. The relationships tool is used to record how statements that have been developed have connections with each other (NVivo, 2022c).  
From the data that was collected, and the analysis carried out using NVivo the researcher was able to find key codes that gave the ability to create focal points for chapter four in the research project where data analysis is carried out to come up with a framework of what the biggest factors were for minimum wage retail employees during covid-19. 
[bookmark: _Toc103243285]3.54 Sampling
A sample group refers to the population that is taken for measurement within a research project. This measurement should be representative of the wider population as this can then lead to a generalised finding from the information gathered from the sample (The Hillingdon Hospital, 2006). The sample group for this research project was minimum-wage employees that are employed within the retail industry, and that have also worked through the global pandemic that hit in 2020. The researcher selected this sample group by asking employees in some high street stores within the local area. Also, the researcher posted on social media asking if anyone would be willing to take part in a small anonymous interview regarding the topic being discussed. The researcher engaged with the sample group in a few different ways. Some of the sample population wanted to take part in online teams’ meetings as they felt more comfortable talking online due to covid advisory self-isolation rules. Other individuals agreed to face-to-face interviews which took part in different locations depending on the availability of the interviewees. The researcher felt that the face-to-face interviews were more beneficial as the interviews in person were more engaging and the researcher was given the chance to see the respondents’ body language better which gave more depth to the answers being given (Maurer and Maurer, 2021). 
[bookmark: _Toc103243286]3.55 Purposive sampling
Purposive sampling is a technique that is used in research for the researcher to create their  judgement when deciding on members of the population to participate in their study. Researchers believe that a representative sample can be obtained by using a sound judgement, this will also save time in the study (Black, 2020). The purposive sampling method is an effective way of creating a sample in which there is only a limited of people that can be served as a primary data source due to the design and aims and objectives (Black, 2020). Interpretivism states that researchers need to focus on understanding the interpretations that social actions have for the people being studied (Omona, 2013). Interpretivist research allows for a deliberate selection of research participants (Collis and Hussey,2014, p.131). This is why the research has used purposive sampling to select researcher participants within the retail industry. 
[bookmark: _Toc103243287]3.56 Ethical Considerations 

Ethical considerations are principles and values which should be abiding by when conducting human affairs, such as a research project like the one being conducted (Bhasin, 2020). Before starting this dissertation, the researcher carried out an ethical considerations form which was approved by the dissertation supervisor (Appendices 7).
Some ethical requirements must be followed the five main principles are 1) minimising the risk of harm 2) obtaining informed consent 3) protecting anonymity and confidentiality 4) providing the right to withdraw 5) avoiding deceptive practices (Dissertation Laerd, 2012). The researcher will ensure that the research being carried out is completely ethical and abides by all the relevant values. The researcher must ensure that no vulnerable people are at risk when conducting this research to follow The Mental Capacity Act 2005 (Mental Capacity Act, 2005). The Mental Capacity Act 2005 applies to individuals aged 16-17 years and anyone over 18 who cannot make decisions due to an impairment, mental disorder or due to a disability that affects the function of the brain and mind (UK Research and Innovation, 2021). Therefore, anyone considered vulnerable must be reviewed and will not take part in the research being conducted. 
Another ethical consideration will be ensuring that all participants are over the age of 18 years. When carrying out any research that involves children or young people there are many ethical issues that need to be considered (NHS, 2018). Any participants who are under the age of 18 will need to follow local procedures this including written consent from parents or guardians and an adaption in the survey design to be specific age groups (Noble, 2015). Due to these procedures, the research will ensure that all participants are over the age of 18 years, so they can consent to the interviews themselves. 
The researcher will also have to ensure that all participants have volunteered to participate in the research and have not been forced or pressured into participating. The researcher must inform participants that they can stop the interview at any time or if they change their minds, they can withdraw themselves from the project. Therefore, the researcher must respect the autonomy of everyone participating (Bull and Lindegger, 2011). 
The final ethical consideration would be to ensure that all interviews and information about participants are kept confidential and anonymous to follow the Data Protection Act (GOV.UK, 2018). Maintaining anonymity and confidentiality it protects the privacy of participants who have volunteered to carry out the interviews for the research (Kaiser, 2009). It is also crucial that all data gathered is stored securely on the researcher’s laptop. The researcher needs to follow The Data Protection Act 1998 correctly to ensure that data is not lost or damaged (Imperial College London, 2022). To maintain this security, the researcher will ensure personal laptops have secure passwords and secure files so no information gathered will be accessible to anyone else (Microsoft, 2022). 
[bookmark: _Toc103243288]3.57 Limitations 

There may be some limitations within the sample chosen for this research project. As part of the sample was selected from social media such as Instagram and Facebook, they may not be representative of the wider population. When looking at the average usage of social media by age, 95% of 16- to 24-year-olds have a social media profile which puts them at the highest users of social media in Britain (Ofcom, 2020). This means that participants who have come forward to take part in the interviews are a majority of the younger population means that there isn’t much of a variety of older ages. Also, individuals opting in show that they are a particular type of person in the first instance, who are open to sharing their views. 
On top of that one major limitation, the researcher had faced is that she had aimed for seven individuals to participate in the research however, only five had participated and therefore has affected the number of results that have been able to be analysed. 
Another limitation faced in the research project is the time timeframe that is given. Due to this research project being a dissertation for university the time frame is very small and limited to how long research can be conducted. Also, due to the majority of the written elements of this project being reliant on a personal laptop. There has also been a  high risk of facing computer errors where work has been lost when the laptop being used has crashed. This caused delays in the written element of this project for the researcher. 








[bookmark: _Toc103243289]4.0 Chapter 4 – Data Analysis
[bookmark: _Toc103243290]4.1 Chapter overview  
After moving on from chapter three where the primary research was carried out, chapter four will try to reach the aim of this dissertation to analyse the impact that covid-19 has had on minimum wage employees’ well-being within the retail industry.
The main aim of this chapter is to look at the data that has been collected via interviews that were carried out through semi-structured interviews and qualitative methods. This will help achieve objective two: 
To create a framework model outlining the primary factors that have affected the well-being of employees in minimum wage positions in the retail industry throughout the coronavirus pandemic 
[bookmark: _Toc103243291]4.2 Data analysis 
Data analysis is the process that is used within a research project to clean, change, and process raw data from this the researcher can extract relevant actionable information (Kelley, 2020).  Therefore, the researcher has kept this in mind throughout the whole of the project to reach the overall objective of this dissertation.
[bookmark: _Toc103243292]4.3 Methods
The researcher carried out semi-structured interviews to gatherer relevant data from the participants and then used NVivo to analyse and code this information. These transcripts can be found in the appendices section of this report from appendices 2 to 6.
[bookmark: _Toc103243293]4.4 Demographics 
The interviews organised between participants and the researcher were all based in one area of the United Kingdom. The researcher had to ensure that all participants were working within the retail industry. To gather the relevant information the researcher used social media and face-to-face conversations with individuals to find out if they were the correct fit to carry out the process. Also, during the interviews, the researcher began by asking the question “What is your job role?”. This enabled the researcher to see if any specific roles within the retail industry had more access to wellbeing schemes within the workplace. 
[bookmark: _Toc103243294]4.5 Word Cloud of important terms 
To create the word cloud, the researcher used the software package NVivo to find all the most important terms that were used in all the interviews. The researcher found that the terms that occurred the most in interview 1 were “pandemic” “schemes” “time” and “wellbeing” (Figure 3). Some key terms were also found in interview 2 (figure 5) which were “Wellbeing” “pandemic” and “schemes” which are very similar to the terms used in interview 1. 
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[bookmark: _Toc103077095][bookmark: _Toc103078759][bookmark: _Toc103168611]Figure 4 - Word Cloud Created in Nvivo from the interview transcript (Interview 1) 
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[bookmark: _Toc103168612]Figure 5 - Word Cloud created in NVivo to find key terms (interview 2)

[bookmark: _Toc103243295]4.6 Government Guidelines
After the researcher had carried out the semi-structured interviews and put the information into the software NVivo, had found that the majority of the participants showed a link between government guidelines and factors that affected employees’ well-being during the covid-19 pandemic. These respondents stated that the retail store they worked in “made changes to adapt to the covid rules” (interview 3) provided by the government. These changes included “reduced opening times, stopped face-to-face contact, 2-metre rules, reduced number of customers allowed instore and holding customer returns for 48 hours”. During the pandemic, the government brought in these guidelines to keep members of the public safe from the infectious virus, every business across the UK was required to follow these decisions. The government had stated that businesses and workplaces should try to make every effort to ensure that their employees can work safely. All organisations had to ensure social distancing guidelines were followed and all individuals maintained a 2-metre rule, and if this was not mitigated then this had to be 1 metre with other safety measures in places such as face coverings and cleaning workspaces and hands more frequently (HM Government, 2020). The researcher found that these government guidelines had a negative impact on their well-being during the pandemic. 
One response that stood out to the researcher was that during the pandemic one participant was pregnant for the first time and due to the government guidelines, this person found “herself feeling very alone” as the restrictions brought by the government meant that she was unable to see family members and had to give birth alone without the company of her partner. During this time the induvial had stated that she “actually didn’t hear from work”. This means she had no support from her employer to support her during a time of need also no helplines were provided to her to support her wellbeing. 
The research found that the majority of the individuals’ interviews had said that the biggest impact that they felt had affected their well-being was not being able to see family members. According to a report carried out by the Mind association, 79% of individuals had stated that not being able to see people had the biggest impact on their mental health (Mind, 2020).
From this analysis, the researcher has found that government guidelines have been one of the main factors that have affected the well-being of individuals in the retail industry. 
[bookmark: _Toc103243296]4.7 Wellbeing as a workplace priority 
Over the last two years, health and wellbeing have become key areas for employees and employers. The Majority of employees spend more time at work than they do at home and therefore employers must ensure that they are proactive towards workplace wellbeing. According to the organisation Oak Engage (2022), workplaces should create employee wellbeing initiatives as they are just as important as building and selling their products. In the research carried out by the researcher of the project, it is found that the organisations that the participants work within it is clear to see they do not have wellbeing as a top priority. 
The majority of the participants had answered the question regarding whether they think their workplace has well-being as a top priority now as “no” or “not really” and believe that their workplaces have the goals and targets as their main focus for the organisation. One participant stated that they believe that their workplace is more concerned about “how much money they take each day rather than checking in on staff to see how they are, considering the amount of pressure they put on staff to achieve their targets”. Another individual supported this statement and stated that “Their priorities are pushing more towards reaching figures and targets and meeting customer expectations. But there is so much pressure on employees now it’s going to get to a point where people just have a breakdown”. However, one individual had stated that “they didn’t believe that their workplace had wellbeing as a top priority, although they did have schemes in place if individuals wanted to use them such as access to the  retail trust.  They also had emails sent to them called wellbeing Wednesday which provided them with activities to carry out which can improve wellbeing; however, the workplace doesn’t give staff time to participate in the wellbeing activities given”.  According to retail trust, 84% of workers said that their mental health had deteriorated during the pandemic, and they also found that people who work on the shop floor including sales assistants had the lowest levels of well-being due to the pressures that they are constantly facing. Retail trust also found that in a study that was conducted many employers had admitted to not increasing their budget to support mental health since the pandemic (Wells, 2021). This shows the researcher that many organisations within the retail industry still do not have well-being as a priority in the workplace and cannot offer the correct support for their employees. 
After looking at the analysis of the workplace priority, it is clear to see that this is a major factor that is affecting individuals’ wellbeing in the workplace in the retail industry. 
[bookmark: _Toc103243297]4.8 Wellbeing in the workplace before, during and after the pandemic
Throughout the interviews, the researcher had asked questions about the participants’ experience in the workplace before, during and after the pandemic. One question that was asked was “Before the pandemic hit in 2020, did your organisation have any wellbeing schemes or programs in place for employees?”. One participant had responded by saying how “The company they work for does have schemes in place which employees can have access to at any time, but they have only recently been promoted to the staff in recent staff meetings and information placed on a notice board in the staff room” and the majority of other participants have said “not that I can think of” or “I don’t recall selling anything to do with wellbeing prior to the pandemic”. According to the world happiness report by Cotofan et al (2021), low-income workers are at a greater risk of experiencing low subjective well-being before the pandemic took place. It was also found that low-income and low-skilled workers are typically less satisfied with their jobs while also being highly dependent on them. 
The participants were also asked about what factors they felt affected their well-being the most during the global pandemic. One statement that stood out to the researcher was from one participant who was pregnant during the time that covid had hit which meant she was unable to enjoy the normal things that you should when expecting a baby. The participant stated that she felt “scared and alone” due to not being able to see her family and going through the process of labour by herself. Another participant had also stated that they felt their “mental health” was the biggest factor that affected them as they were unable to see family members and they found it hard to look after themselves and their families. According to a survey carried out by the Mind association (2022b), around a  third of adults and young people stated that their mental health has gotten much worse since March 2020. They also found that 1 in 5 adults did not seek any support during the pandemic as they didn’t think their issues were serious enough to ask for help. This tells the researcher that many individuals have smaller issues and are not aware of the help they can receive from the well-being support schemes provided in their workplaces. It also shows that work needs to be carried out to make individuals get the support that they need. Even though each of the participants interviewed in this research project found themselves feeling vulnerable or stressed due to family commitments, each of them had responded “no” to whether they had used any well-being schemes provided to them via their employers. One respondent had even stated that the well-being schemes aren’t promoted to them, so they don’t know what they are about when asked if they didn’t use them due to them not being promoted enough. 
On top of that, one participant from the interviews stated that “people became scared of being near each other” and another stated that “they felt vulnerable during the pandemic as so many customers came to the shop as they were the only ones open, police had to come to disperse the area”. Again, the Mind Association (2022b), found that 55% of adults and young people surveyed were worried about seeing or being near other people. This means organisations need to recognise the impact that the pandemic has had on individuals and provide them with the relevant support to improve their wellbeing. 
In relation to the literature discussed in chapter 2, it is clear to see that the study carried out by flint, Cummins, and Wills (2013) is relatable to the information found in the interviews carried out. Individuals who are earning minimum wage/ national living wage have lower psychological well-being, due to the stress organisations put on individuals. This can also be seen from the interviews when the individuals talked about the organisation driving individuals to “the breaking point”.  Also, the literature created by Cubrich (2020), found that minimum wage workers are more vulnerable to the pandemic. This is supported by a participant’s response from the interviews where they stated that they did feel “vulnerable” during the pandemic as so many individuals came into the branch which meant seeing a high volume of individuals each day which makes you more prone to catching illnesses such as Covid-19. On top of this, the study of Brown et al (2008) found that well-being levels were dependent on more than just pay. This is clear to see from the interviews carried out as the main cause of a decrease in well-being is due to the lack of support provided by the organisation due to the position of wellbeing regarding organisations priorities. 
From this analysis, the researcher has found that two of the main factors that have affected employee wellbeing during the pandemic in the retail industry are, the lack of recognition individuals have outside of work when considering how the pandemic has affected everyone differently in some negative ways and also how individuals believe that their issues are too small to raise a concern and reach out for support from wellbeing schemes provided from their workplace. 
[bookmark: _Toc103243298]4.9 The Framework 
In figure six below, the researcher has come up with a framework for the primary factors that are affecting the well-being of employees in minimum wage positions in the retail industry during the coronavirus pandemic. The researcher has used the analysis of the meeting transcripts using the NVivo software to come up with this final structure of the factors are that are affecting individuals within this industry. The researcher found that these four factors are:
· Underestimating individuals’ issues in relation to using well-being schemes
· Following Government guidelines and using safety interventions 
· Recognition of how the pandemic has affected individuals outside of the workplace 
· The lack of priority over well-being in the workplace
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[bookmark: _Toc103078760][bookmark: _Toc103168613]Figure 6 - The Framework created for the primary factors that are affecting the wellbeing of employees in minimum wage positions within the retail industry during the coronavirus pandemic




[bookmark: _Toc103243300]5.0 Chapter 5 – Conclusion and Recommendations
[bookmark: _Toc103243301]5.1 Chapter overview 
In the previous chapter the researcher had come up with a framework for the factors that have affected the well-being of employees in minimum wage positions within the retail industry during the coronavirus pandemic. Within chapter 5 the researcher will conclude all the written elements and findings carried out throughout this dissertation. 
[bookmark: _Toc103243302]5.2 Conclusion
The researcher for this dissertation has managed to achieve the main aim and objective, which was to create a framework of the factors affecting the well-being of employees in minimum wage positions within the retail industry. Firstly, chapter one of this dissertation had discussed the rationale of the study that was being conducted, this included an introduction to the topic discussing what well-being is and how covid impacted this. In chapter 2, the researcher had created a literature review which was in place to create an analysis of any secondary literature that had already been carried out by other individuals surrounding the topics of well-being, well-being at work, well-being in the retail industry and well-being for minimum wage employees. Furthermore, chapter 3 then went on to discuss the methodology which was needed for the collection of primary data by the researcher. Within this chapter the researcher looked at every layer of the research onion to decide what methods she will be using in her research project, these covered things such as philosophies, time horizons and the approach to theory development. This chapter was also used to look at the ethical considerations, the survey sample, and limitations of the data collection from the semi-structured interviews. Finally in chapter 4, the researcher had carried out the data analysis of the information found from the interviews carried out in chapter 3. This information was then put into the software package NVivo and was analysed and categorised into codes for the researcher to look into these sections in depth. This analysis then led the reader to the framework (figure 6) in chapter 4. The creation of this framework was the final objective in the dissertation. 
To conclude, from the research found the researcher found that there is not much priority of wellbeing in the workplace as well as not much knowledge about what concerns can be brought up with the schemes and helpline and therefore the researcher would recommend that organisations across the UK within the retail industry need to have more training about the topic of well-being in work, which will allow them to promote and discuss the schemes available to their staff members which may encourage them to using these schemes and initiatives to improve their well-being.  
[bookmark: _Toc103168589][bookmark: _Toc103243303]5.3 Self-reflection
The purpose of this report was to gain a better understanding of the wellbeing of minimum wage employees during the coronavirus pandemic in the retail industry. The researcher chose this topic due to studying a BA in Business Management (Human Resource Management) degree. 
The process of this dissertation has been quite difficult during some stages. Although this has developed the researcher knowledge around software packages such as NVivo. The researcher found writing this dissertation has been a rewarding experience due to the improvement in her independent self-learning. 
After completing this dissertation, it has given the researcher a better understanding of how important wellbeing support is to have in every organisation. The main finding from the dissertation is that many individuals were negatively impacted by the coronavirus pandemic in the retail industry.  The researcher found that a lot of individuals felt their issues were too small or not as important to raise a concern with their wellbeing support schemes in their workplace. The researcher also feels not enough information is given to employees about what schemes are out there for individuals to use both inside and outside of the working hours and wellbeing should be every organisations top priority. 
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Meeting Transcript – Interview  1
Lareesa: Hi, just to remind you that this interview I’ll be completely anonymous, and all information gathered today will be kept completely confidential. If you feel uncomfortable at any time, please feel free to skip or withdraw yourself from the process. 
Interview 1: That’s fine thank you 
Lareesa: Can I first ask what you job role is within your organisation? 
Interview 1: Yes so, I am a sales advisor in a high street fashion store. 
Lareesa: Perfect, so during the Global pandemic did your organisation change anyway in the way they work so did like the temporary close or do they alter the way customers were able to shop?
Interview 1:  the company I work for changing the way they work through the pandemic by introducing masks, hand sanitising stations, they also put screens up at the till points, they closed the fitting rooms, they introduced a new one-way system for entry and exits, they also limited the customers in at one time as well they even isolated the clothes that were returned from customers for 48 hours. We also had a few store closures for a few weeks and then yeah, they just made us follow all the government guidelines of what was being updated and told us what we had to do as a store
Lareesa: yeah, it was quite a tough couple of years I suppose for many of the retail industry businesses. So, do you believe that you were offered any kind of support to improve wellbeing during the COVID-19 pandemic so did you get offered any help lines or benefit schemes if you're feeling down or if you felt like you needed a bit of extra support?
Interview 1: ummm personally I wasn't offered any support or help during the pandemic I just think you had to just accept what was happening then just get on with your lives.
Lareesa: so, do you think that was because it was just an unforeseen circumstance that no one really knew what was going on or do you think that was like a personal thing.
Interview 1: I think it was just to be honest no one really knew what was going on and no one knew what kind of support people needed I suppose.
Lareesa: yeah, so because you said previously that your organisation didn't provide any support or wellbeing help lines or anything like that, they didn't give you really anytime then too carry out activities or anything like that?
Interview 1:  yeah, I was really offered anything like this during the pandemic, so we didn't really get time to do anything anyway. 
Lareesa: so, before the pandemic hit in 2020, did your organisation have any like wellbeing schemes or programmes in place for employees in the workplace and if they did were they effective and were they promoted to you, and did you know about them? 
Interview 1: the company I work for does have schemes and programmes in place now which we can have access to at any time they have actually put the information up on our employee notice board in the staff room and during our staff meetings that are held seasonally these do get promoted to us as store. But it is only recently that they have promoted this to us.
Lareesa: so, you said they've only recently introduced or promoted these schemes and benefit options to you so do you think now your workplace has wellbeing as one of their top priorities now that the pandemic is coming to an end?
Interview 1: no, I don't think my workplace Has wellbeing as their top priority. I do feel like they are more concerned about how much money we take each day rather than checking to see how staff or feeling or coping they do also put quite a lot of pressure on us, so I don't think this is the case. 
Lareesa: okay, so in your personal opinion then do you what do you think were the biggest factors that affected your wellbeing during the pandemic? They can be both positive and negative it doesn't matter.
Interview 1: The biggest factors for me was my mental health and just trying to look after myself and the rest of the family. I found it quite a struggle and just having limited access to normal daily life just made me miserable and certainly made me struggle with my children for childcare and stuff like that.
Lareesa: yeah, I think a lot of people would agree with that. So, with the changes made in your workplace then do you think they've had a positive or negative effect on your wellbeing?
Interview 1: the changes in my workplace have had a negative effect on myself as wearing a mask to work and working behind the screen was a struggle it just made people scared to be near each other which I found quite worrying you also need to see people's faces when communicating in retail which came to an end when the masks and the screens and the visors were in place, so I found that quite a struggle. 
Lareesa: Yes, I’d agree with that its was not the same experience when entering a shop. So, have you ever used any of the wellbeing schemes that you've talked about today and have you found them helpful if you have? 
Interview 1: So thankfully I've never been in a position where I’ve needed use any of the wellbeing benefit schemes so for that I find myself very lucky. 
Lareesa: perfect, so that brings us to the end of the interview, and I would just like to thank you for participating and I just want to remind you that this is confidential and will not be shared with anyone. 
Interview 1: Thank you very much
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Meeting Transcript – Interview 2
Lareesa : Hello so I'm just going to  begin the interview by saying this is all completely anonymous so your name will not be used at all in the research project and all of your answers will be kept confidential and will not be shown to anyone other than my research supervisor. Please feel free to withdraw yourself from the interview progress at any time if you feel uncomfortable or if you wish to skip any questions please do say so. I also want to double check that you agree to this.
Interview 2: Yes, that's fine I agree to participate in this interview.
Lareesa: So, what is your job role within the retail industry?
Interview 2: My current job role is a sales advisor however before covid I was an admin sales advisor. 
Lareesa: During the global pandemic did your organisation change in any way that they worked so did they temporary close or did they change any working policies that they had?
Interview 2: yes, the company I work for closed all stores across the UK and reopened again once the restrictions in the UK were lifted. 
Lareesa:  So,  during these times when your store was closed were you offered any support to improve your wellbeing during the COVID-19 pandemic. So, were you offered any benefit schemes or help lines to improve your wellbeing?
Interview 2: thinking about it now, I did not actually hear from managers or higher up managers from the start of lockdown in March 2020. I actually became redundant I think the end of May. Which I was then offered the sales advisor role and still didn’t really hear anything. 
Lareesa: So, before the pandemic hit then did your organisation have any wellbeing schemes or programmes in place that you could turn to if you need them and were they affective and were they promoted to you? 
Interview 2: no to be honest with you I don't recall seeing anything about wellbeing in the workplace before covid
Lareesa: So, has your organisation ever mentioned any wellbeing schemes now?
Interview 2: we do have these like meetings that happen in work, and they have mentioned it a bit in there and they have also made like a notice board in the back areas of work where you can read what schemes are available to help you with your wellbeing.  i think the biggest scheme currently that is being advertised in work is the retail trust but I’m not 100% sure what it's all about. like we haven't really been given specific time in our working hours to read up about it I suppose. 
Lareesa: So, what do you think then are the biggest factors that affected your wellbeing during the pandemic? 
Interview 2: so when the pandemic first head in 2020 I was actually pregnant this was my first pregnancy and I found it quite scary and then sure I couldn't really enjoy my pregnancy and do normal things that you would do I was alone all day and all night as my husband after work night shifts to keep us safe so I only really saw him two to three hours a day and I didn't get to see my family due to the lockdown restrictions I also I had to go through labour on my own as they wouldn't let him in for about 3 1/2 hours after which was really scary and that really affected me. 
Lareesa : yeah, I can really imagine how scary that would be to go through that by yourself when normally it is a time where you want to be close with your partner and enjoying the experience. So do you think that your organisation has wellbeing as one of its top priorities now that the pandemic has come to an end.
Interview 2: Probably but mental health is a huge thing at the minute it's everywhere so it does need to be a top priority as they have no idea what people are going through personally and how we can affect you as well. Now that things are getting back to normal their priority is probably more pushing towards figures, reaching targets, and the customer experience. I just think there's so much pressure put on staff at the moment, and it just gets to a point where you people just breakdown as they are constantly pushing to hit targets. 
Lareesa:  so, do you think the changes that have been made in your workplace have had a positive or negative effect on your wellbeing? 
Interview 2:  personally, it made no difference to me as I reduced my working hours due to the childcare issues I was facing. So, I just find that my attitude towards work now is just go in do your shift and get out whereas before I was constantly worrying about work even when I got home, I'd be stressed about whether I had hit certain targets also I found that the feedback from managers can have a negative effect on employees. 
Lareesa: have you ever used any of the wellbeing benefit schemes that you've mentioned today and if you have, did you find them helpful at all?
Interview 2: No, I have never used any of them. 
Lareesa: That’s great, So that’s the end of the interview. Id again just like to say thank you for participating in the research I really appreciate it. 
Interview 2: No problem, Thanks. 
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Transcript of meeting – interview 3
Lareesa: Hi, so to begin this interview I want to just remind you that all information will be kept completely anonymous and will be kept confidential. Also, if you don’t feel comfortable answering any questions, please feel free to skip or withdraw yourself from the process. Do you agree to continue?
Interview 3: Yes, I’d like to proceed 
Lareesa: so, what is your job title? 
Interview 3: I work within the customer service sector
Lareesa: So did your organisation change during the pandemic in the way they work ?
Interview 3: During the pandemic there was changes made to adapt to the covid rules. We had reduced opening times, stopped face-to-face contact including interviews, these moved to the telephone, we stopped cash handling to avoid the spread of covid. We had to adhere to the 2meter rule and had to follow the hand face and space. One customer at a time was allowed into the branch. Which means other customers had to queue outside on the street. 
Lareesa: Were you offered any support during the pandemic ? so were you offered any wellbeing helplines or schemes ? 
Interview 3: No not that I can recall there were no wellbeing helplines for us that I am aware of
Lareesa: So if you don’t have any schemes your aware of, does your workplace provide any time to carry out any activities that will improve your wellbeing at work ?
Interview 3: No not at the moment but funny you should say that we just got this rain game that is launching to make branch staff a bit more fun. So, you can play games against other staff members or on your and you can win little incentives. Colleague engagement survey. 
Lareesa: In your personal opinion what do you think was the biggest factors that affected your wellbeing during the pandemic?
Interview 3: Well in the beginning when other staff members had the advantage of working from home, I did have a feeling that we were at a disadvantage. We had to deal with angry and upset people. I feel like as branches remained open many people were queuing outside which we had to call police to move people along. This made me feel very vulnerable as we were customer facing.
Lareesa: Did you find anything positive about the experience ?
Interview 3: When time went on when covid rules were strict, I still had route and I could still go to work as we were classed as key workers. 
Lareesa: So were the changes that were made in your workplace permanent or is it back to normal now?
Interview 3 : It’s all back to normal except the cash counter which closes at 4 o’clock during the week and we don’t have a cash counter on a Saturday. 
Lareesa: have you ever used any wellbeing schemes ?
Interview 3: No, I haven’t used any wellbeing schemes at all  
Lareesa: Is this because they weren’t promoted to you ?
Interview: They aren’t really promoted to me so I don’t know what they would be about 
Lareesa: That’s the end of the interview I’d just like to take a moment to thank you for taking your time to participate 
Interview 3: It’s my pleasure, Thank you very much 
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Meeting Transcript – interview 4
Lareesa: Hello so I'm just going to  begin the interview by saying this is all completely anonymous so your name will not be used at all in the research project and all of your answers will be kept confidential and will not be shown to anyone other than my research supervisor. Please feel free to withdraw yourself from the interview progress at any time if you feel uncomfortable or if you wish to skip any questions please do say so. I also want to double check that you agree to this.
Interview 4: Yes, that’s completely fine
Lareesa: Great, so what is your job role?
Interview 4: My role is a sale advisor within the retail industry
Lareesa: So, during the pandemic did your organisation change in the way they work ? so did they temporarily close or did you have safety measures in place ?
Interview 4: Yes, my store closed temporarily to abide to the covid rules provided by the government. When we were allowed to reopen, we had things such as 2 metre rules in place, screens at the cash desk, keeping returns in hold for 48 hours and having a certain amount of numbers of customers in the shop at one time with one-way systems in place.
Lareesa: Do you believe you were offered any support during the pandemic to improve your wellbeing?
Interview 4: No not really, we just closed, and it was just get on with it and we will call you back when your needed. There was no check-up sessions or anything.
Lareesa: So does your organisation provide you with time to carry out wellbeing activities in work now?
Interview 4: No, I’m only a smaller contract so as soon as you clock in you just have to do what your rotated to do, there’s no thought about wellbeing in the daily routines. 
Lareesa: okay, so before the pandemic hit did your workplace have any wellbeing programs?
Interview 4: possibly but even if there was, I am not aware of them, this could be that it wasn’t really promoted 
Lareesa: so, in your opinion what do you think are the biggest factors that affected your wellbeing during the pandemic? 
Interview 4: For me I’d say not having routine and not being able to see family and friends. I found I was feeling isolated, and I got quite down at the fact I couldn’t see my grandparents. Overall, I just found it quite hard.
Lareesa : yes, it was a tough time. So, do you think your workplace has wellbeing as one of its top priorities now that the pandemic is over?
Interview 4: Not really, they have promoted some schemes to us now, I believe the scheme is called retail trust. We do get Wellbeing Wednesday emailed where we get given information and some wellbeing activities to carry out, but we don’t get given the time to complete them. The managers have created a wellbeing notice board in work but its just sort of there, they spoke about it once in a store meeting, but it was just like “there’s the wellbeing board”. I feel like the main priority is just hitting our targets. 
Lareesa: do you feel the changes that were made in the work place had a positive or negative impact on your wellbeing?
Interview 4: The masks and use of screens took away the experience of instore shopping it put a barrier between the customer and me which puts troubles on communication.
Lareesa: so, have you used any of the wellbeing schemes that are shown to you via your emails and notice board? 
Interview 4: No, I haven’t used any of them as I’m not sure what things hey cover
Lareesa: so that’s the end of the interview. I’d like to thank you for taking your time to answer these questions 
Interview 4: no problem thank you 
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Meeting Transcript – Interview 5
Lareesa : Hello so I'm just going to  begin the interview by saying this is all completely anonymous so your name will not be used at all in the research project and all of your answers will be kept confidential and will not be shown to anyone other than my research supervisor. Please feel free to withdraw yourself from the interview progress at any time if you feel uncomfortable or if you wish to skip any questions please do say so. I also want to double check that you agree to this.
Interview 5: Yes, that’s fine .
Lareesa: What is your job role within the retail industry?
Interview 5: Sales Assistant 
Lareesa: During the global pandemic did your organisation change in any way that they worked so did they temporary close or did they change any working policies that they had?
Interview 5: yes, the company I work for temporarily closed and made changes to the way we trade when open
Lareesa:  So,  during these times when your store was closed were you offered any support to improve your wellbeing during the COVID-19 pandemic. So, were you offered any benefit schemes or help lines to improve your wellbeing?
Interview 5: We did have access to retail trust and wellbeing newsletters, but they weren’t really promoted.
Lareesa: So, before the pandemic hit then did your organisation have any wellbeing schemes or programmes in place that you could turn to if you need them and were they affective and were they promoted to you? 
Interview 5: no, we didn’t really have any wellbeing schemes only the financial furlough scheme provided by the government 
Lareesa: So, before the pandemic hit did you have any access to any wellbeing schemes or any they newly brought in ?
Interview 5: We did have the retail trust but yeah, as I stated earlier it wasn’t promoted at all really. 
Lareesa: So, what do you think then are the biggest factors that affected your wellbeing during the pandemic? 
Interview 5: Personally, being isolated from my friends and family impacted me the most and made me feel alone. 
Lareesa : Yeah, I think that had a huge impact on many people. So do you think that your organisation has wellbeing as one of its top priorities now that the pandemic has come to an end?
Interview 5: I do think it’s more of a priority now however they do need to come up with ways to promote it more in stores across the UK. 
Lareesa:  so, do you think the changes that have been made in your workplace have had a positive or negative effect on your wellbeing? 
Interview 5: I’d say more negative as it brought barriers between us and the customers and made me feel uneasy at work. 
Lareesa: So, you talked about the retail trust and the wellbeing newsletters have you ever used any of the schemes your organisation has in place?
Interview 5: I haven’t used them for any issues I have had however, the newsletters do provide some good information about mindfulness and different exercises that can improve your wellbeing.  
Lareesa: That’s great, that’s brings us to the  end of the interview. Id again just like to say thank you for participating in the research I really appreciate it. 
Interview 5: No problem
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