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Abstract
Digital transformation has become a critical strategic priority for organisations operating within the highly competitive retail industry. In the UK retail sector, companies such as Tesco, PLC have increasingly adopted digital technologies to enhance operational efficiency, customer experience, and workforce productivity. This research provides a background to digital transformation in retail, highlighting its growing relevance in reshaping business processes and employee roles. 
The rationale for this study lies in the limited understanding of how digital transformation initiatives directly influence employee performance, motivation, and productivity within large retail organisations.
The aim of this research is to explore the influence of digital transformation on staff performances at Tesco, PLC, UK. 
The study is guided by four objectives: to understand the context and significance of digital transformation in the retail industry; to identify the problems and challenges associated with implementing digital transformation initiatives that impact employee performance; to assess the effects of digital transformation on staff productivity, motivation, and overall performance within the retail sector; and to recommend effective strategies for improving employee performance through digital transformation and change management practices.
A qualitative research methodology was adopted, using secondary data sources such as academic journals, industry reports, and company publications. The findings indicate that digital transformation at Tesco has positively influenced employee efficiency, skill development, and performance through automation and digital tools, while also presenting challenges including resistance to change and skills gaps. The study concludes that effective change management and continuous training are essential to maximise employee performance in a digitally transforming retail environment.


Table of Contents
Acknowledgement……………………………………………………………………………. p.2
Abstract…………………………………………………………………………………………p.3
Chap1: Introduction……………………………………………………………………………p.6
1. Introduction……………………………………………………………………p.6
1.1. Origin of the Study………………………………………………………………………. p.6
1.2. Background to the study……………………………………………………….............p.6
1.3. Problem Statements……………………………………………………………………. p.7   
1.4: Aim……………………………………………………………………………….............p.8 
1.5: Objectives…………………………………………………………………………...……p.8 
1.6: Research Question…………………………………………………………….............p.8  
1.7: Scope of the Study…………………………………………………………….............p.8   
1.8: Significance of the Study………………………………………………………………. p.8     
1.9: Rationale of the Study…………………………………………………………………. p.9   
1.10: Dissertation Structure…………………………………………………………………. p.9
1.11: Summary of Chapter 1………………………………………………………............p.10
Chapter 2: Literature Review………………………………………………………………. p.10  
2.1. Introduction of the chapter……………………………………………………………. p.10 
2.2. An insight of digital transformation……………………………………………………p.10   
2.3. Background of digital transformation…………………………………………………p.11 
2.4. Significance of digital transformation…………………………………………………p.12 
2.5. Benefits of digital transformation……………………………………………............p.12 
2.6. Challenges of digital transformation…………………………………………………p.13 
2.7. Digital transformation in Tesco……………………………………………...............p.14 
2.8. How Tesco has integrated/applied…………………….........................................p.14   
2.9. Theoretical Perspectives……………………………………………………............p.15 
2.10. Summary of the chapter 2…………………………………………………………. p.18 
Chapter 3: Research Methods and Methodologies……………………………………. p.19  
3.1: Introduction……………………………………………………………………………. p.19 
3.2: Research Philosophy………………………………………………………..............p.19  
3.3: Research Paradigm…………………………………………………………............p.19 
3.4: Research Approach…………………………………………………………………. p.20  
3.5: Research Methodology……………………………………………………………...p.20 
3.6. Research Strategy/Design…………………………………………………………. p.20
3.7: Sampling and Sampling Techniques……………………………………..............p.21 
3.8: Data Collection Techniques……………………………………………….............p.21 
3.9: Data Analysis Techniques…………………………………………………………p.21  
3.10: Ethical Considerations……………………………………………………………. p.22  
3.11: Summary of the Chapter 3………………………………………………………...p.22
Chapter 4: Findings & Discussion………………………………………………………p.23
[bookmark: _Hlk216607747]4.1. Introduction………………………………………………………………….............p.23 
4.2. Findings………………………………………………………………………………p.23
4.3. Discussion……………………………………………………………………………p.28
4.4. Interpretation of Themes……………………………………………………………p.28 
4.5. Summary of chapter 4………………………………………………………………p.36
Chapter 5: Recommendations, Conclusion……………………………………………. p.36  
[bookmark: _Toc216610470]5.1. Introduction………………………………………………………………….............p.36
5.2. Accomplishments of Research Aim, Objectives and Questions………………. p.37 
5.3. Summary of the Findings………………………………………………….............p.38 
5.4. Original contribution of the study…………………………………………………. p.39 
5.5. Limitations of the Study……………………………………………………………. p.39 
5.6. Suggestions for the Future Research……………………………………............p.40
References………………………………………………………………………………...p.41









Chapter 1: Introduction 
1.0: Introduction  
This research examines in what way digital renovation affects staff performance at the retail industry, especially at Tesco. The research assesses how implementing cutting-edge technologies, computerisation, and digital tools impact production, job pleasure, and total effectiveness. The research also explores the connection among digital novelty and personnel adaptability, highlighting the role of training and management support in improving staff results. Results recommend that efficient digital transformation approaches may enhance teamwork, decision-making, and incentive amongst workers. Though, challenges for example resistance to change and skill gaps stay substantial blockades to the achievement.
[bookmark: _Hlk212475461]1.1: Origin of the Study  
The idea for this research instigated from the rising implication of digital transformation in the retail division, mainly at Tesco. As my father used to work at Tesco, and in the past, they were doing multiple tasks, like arranging products in shelves, going to the checkout to serve clients, also dealing with complains from clients, and since the there is introduction of new technology like self-checkout, my father never complained anymore after work, as he continually declare that presently, they do not work in the checkout anymore, as clients are proceeding to the checkout themselves, also clients are making most of their complains online. This instigated me to carry out my research on this field. 
1.2: Background to the Study  
Created in 1919 by Jack Cohen, Tesco has developed from a sole market stall into one of the major retailers worldwide, hiring around 300,000 workforces crossways many roles (Kolev et al., 2023). This extraordinary development highlights not just the scale of Tesco's processes but as well the sophisticated interaction among technology and personnel dynamics.
As Tesco holds digital technologies extending from online shopping stands to artificial intelligence in the management of supply chain there is a growing necessity to measure in what way these shifts impact staff results for example job fulfilment, performance, and total commitment. Prior literature recommends that Digital transformation may produce mixed fallouts, where staffs might face both improved output and challenges for example role uncertainty and job uncertainty (Papanagnou et al., 2022). The double nature of these results permits a closer investigation in the setting of one of the United Kingdom's most noticeable retailers.
Digital transformation embraces substantial significance for the retail segment, mainly for business giants such as Tesco. The change to digital technologies has allowed Tesco to improve customer familiarities, rationalise processes, and enhance overall effectiveness. With the growth of e-commerce, Tesco has amended its business model to incorporate online grocery shopping and service deliveries, permitting it to stay competitive alongside online rivals (Bangura, 2025). 
This change has not simply transformed in what way clients interrelate with the brand but has as well affected staffs, needing them to familiarise to fresh technologies and workflows. For example, employees have had to improve digital skills to involve with new stands, leading to a necessity for constant training and growth (Wolniak et al., 2024). Furthermore, the business profits from data analytics to comprehend consumer behaviour, which assists in identifying advertising approaches and improving client loyalty (Payne et al., 2022). Though, this quick change as well presents challenges, for example possible job shift in traditional roles and the burden on staffs to familiarise quickly to technological shifts. Eventually, Tesco’s digital change not simply line up with the growing prospects of customers but as well strengthens the company’s obligation to novelty and customer-centric approaches, underlining the need for companies in the retail segment to embrace shift to prosper in a digital-first world. 
[bookmark: _Hlk212478202][bookmark: _Hlk214097001]1.3: Problem Statements  
Digital transformation offerings many generic issues for retail businesses, counting problems incorporating new technologies crossways legacy schemes, growing cybersecurity susceptibilities, costs related to high application, restricted digital skills amongst staffs, and resistance of staffs to change within the organisation. Precisely for the retail like Tesco, challenges consist of unreliable implementation of digital tools crossways stores, data‐driven performance schemes that could generate weight or misunderstanding amongst personnel, inadequate training for new digital stands, technological disturbances impacting day-to-day processes, and possible staff disengagement because of fast automation. These problems jointly affect in what way efficiently staffs familiarise to digital change and how their performance develops in the dynamic retail setting, such as Tesco.
1.4: Aim  
[bookmark: _Hlk216605674][bookmark: _Hlk212476249]To explore the influence of digital transformation on staff performances at Tesco, PLC, UK. 
1.5: Objectives   
· [bookmark: _Hlk216605693]To understand the context of digital transformation in the retail industry and its significance to modern business processes.
· To identify the problems and challenges of applying digital transformation creativities that impact employee performance within the retail division.
· To assess the effect of digital transformation on staff production, incentive, and total performance within retail sector.
· To recommend ways of improving employee performance over active digital transformation approaches and change management practices within retail sector.
1.6: Research Question  
· How does digital transformation impact employee performances at Tesco? 
[bookmark: _Hlk212476720]1.7: Scope of the Study  
This research has scope in academia, professional practice, management, and workplace settings. Educationally, it subsidises to the increasing body of information on digital renovation and HR performance. In professional practice and management, it provides understandings for retail leaders to line up digital creativities with staff development. At the workplace level, it assists improve production, commitment, and compliance, promoting an evidence-based strategy to digital transformation approaches in the retail industry.
[bookmark: _Hlk214097524]1.8: Significance of the Study  
The significance of this research lies in its potential to expand comprehension of how digital change profiles staff performance in the retail industry, such as Tesco. As retailers progressively implement cutting-edge technologies to rationalise processes, improve client experiences, and enhance making of decisions, workforces are compulsory to familiarise to new tools and systems. This study offers valued perceptions in whether digital initiatives reinforce output, skill growth, and job pleasure, or generate challenges linked to training, capacity of work, and technological version. Results from the research may lead retail leaders in scheming efficient digital approaches that support both organisational goals and staff welfare. In addition, the outcomes might contribute to the development of polices, staff scheduling, and the conception of targeted interventions that stand-in a more strong and digitally experienced retail personnel. 
1.9: Rationale of the Study  
The implementation of digital technologies in retail segment, like, e-commerce stages, AI-driven inventory schemes, and client analytics redesigns job roles, systems, and performance prospects. Examining how digital transformation impacts staff performance is crucial to comprehend skill gaps, incentive, and changes of production that affect company attractiveness. Preceding literature underlines retail-specific business-model changes and organisational inferences of digitalisation (Mostaghel et al., 2022), whereas systems-level analyses connect technology implementation to novelty and personnel results (Vărzaru and Bocean, 2024). This research explores mechanisms over which digital creativities decode in calculable improvements of staff performance, notifying managers on the needed trainings, reshape of the process and retention.
1.10: Dissertation Structure 
This study included five chapters: Chapter One represents the research idea of digital transformation including its background, aims, objectives, and rationale of the study. Chapter Two reviews various aspects of existing literature on digital transformation and staff performance. Chapter Three explains the research methodology, counting design, data collection, and analysis techniques, etc. Chapter Four presents and discuss the study’s findings. Chapter Five completes the research, summarising key understandings, debating inferences, and offering suggestions for Tesco and imminent study.


1.11: Summary of Chapter 1 
The Chapter One presents the research on how digital renovation affects staff performance at the retail sector, the case of Tesco, UK. It underlines the study background, problem statement, objectives, and significance. The chapter highpoints Tesco’s continuing technological changes and their impacts on personnel effectiveness and production. It as well presents the study question and rationale of the research.

Chapter 2: Literature Review  
[bookmark: _Hlk214103627]2.1. Introduction of the chapter 
A literature review is an investigation that examines and synthesises an existing collection of resources by distinguishing, challenging, and proceeding the structure chunks of theories over an investigation of various sources from preceding works (Post et al., 2020).  
The start of digital change has transformed how businesses work, with the retail sector being no exclusion. As one of the UK's main companies, Tesco's implementation of digital technologies has important inferences for its personnel. This literature review purposes to explore the current study on the effect of digital renovation on employee results, with an explicit attention on Tesco. The review will assess the effects of digitalisation on staff assignation, job pleasure, skills growth, and wellbeing, amongst other results. By synthesising the results of preceding studies, this review pursues to offer a complete understanding of the opportunities and challenges offered by digital change in the retail sector. The perceptions gained from this appraisal will notify approaches to support staffs in steering the shifting work landscape and improve organisational performance.
[bookmark: _Hlk214098715]2.2. An insight of digital transformation   
Digital transformation characterises a central reconsidering of how businesses leverage digital technologies to improve developments, generate value, and familiarise to fast shifting marketplace situations. It spreads beyond modest technology implementation, including cultural shift, organisational reform, and the expansion of new business models. Effective change needs incorporating data-driven decision-making, promoting digital abilities crossways the staff, and implementing agile practices that allow continuous novelty. Furthermore, businesses need to balance technological funds with planned idea, certifying that digital creativities align with continuing objectives somewhat than secluded efforts for innovation. Study underlines that digitally developed businesses tend to beat rivals by enhancing client experiences, restructuring processes, and making new income streams over digital stands (Westerman et al., 2020). Furthermore, digital change redesigns competitive dynamics, fascinating companies to react fast to technological interruptions and developing customer prospects (Vial, 2020). As developing technologies for example artificial intelligence, cloud computing, and the Internet of Things carry on to develop, firms experience growing burden to reshape their value chains and promote digital ecosystems. Eventually, digital change is not only a technological change but a planned and organisational drive that requests non-stop revision and continued dedication to novelty.
2.3. Background of digital transformation 
Digital transformation denotes the incorporation of digital technologies throughout all facets of an organization’s activities, significantly altering the methods of value creation, delivery, and sustainability. Its emergence is based on swift advancements in information and communication technology, especially the expansion of cloud computing, big data analytics, artificial intelligence, and mobile platforms. These technologies have allowed organisations to restructure conventional business processes, improve operational efficiency, and develop innovative goods and services. The origins of digital transformation date back to the late twentieth century's initial computerisation efforts; however, its contemporary understanding developed as companies acknowledged that simple digitization transforming analogue data into digital formats was inadequate for sustaining competitiveness in progressively dynamic markets. Holistic transformation necessitated alterations in organisational culture, leadership mentality, and strategic direction. Digital transformation has emerged as an essential reaction to the demands of globalisation, evolving customer expectations, and the necessity for instantaneous decision-making skills. Researchers emphasise that effective digital transformation requires both technology enhancements and the cultivation of new skills and organisational flexibility, allowing companies to consistently adjust to technological changes (Aldianto et al., 2021).
Moreover, digital transformation is widely recognised as a catalyst for business model innovation, enabling organisations to transcend incremental enhancements and develop totally new value propositions. This transition has been expedited by rising concepts such Industry 4.0, platform-based ecosystems, and data-driven decision frameworks, which have significantly transformed competitive landscapes across various sectors. As organisations undertake this transformative path, the strategic alignment of technology adoption with business objectives is essential for sustainable digital maturity (Blake et al., 2020). The context of digital transformation signifies a transition from technology as a supportive role to technology as a fundamental catalyst for innovation, differentiation, and enduring organisational resilience.
[bookmark: _Hlk214099640]2.4. Significance of digital transformation  
Digital transformation became a keystone for competitiveness and novelty in the retail sector, essentially redesigning in what way retailer functions, involve clients, and handle supply chains. By incorporating technologies for example artificial intelligence (AI), the Internet of Things (IoT), and big data analytics, retailers are capable to supply more tailored shopping knowledges, rationalise management of inventory, and react to marketplace demand with better suppleness (Michael, 2024). This change improves client satisfaction over continuous omni-channel connections, allowing customers to move easily among online stands and physical supplies (Kaur, 2024). Furthermore, digitalisation drives operational effectiveness: real-time data allows more precise prediction, decreases stock-outs, and improves logistics, thus lowering expenses and enhancing productivity (Sagar, 2024). Significantly, digital change as well supports resilience in the face of interruptions such as the COVID-19 epidemic, enabling retailers to pivot fast to e-commerce and mobile-centric business models (Mennekes, 2025). Overall, digital change is not only a technological advancement, it is a tactical overbearing that allows retailers to shape smarter, more customer-centric, and more adaptive business models.
[bookmark: _Hlk214100157]2.5. Benefits of digital transformation  
Digital transformation provides considerable profits to the retail industry by improving operational effectiveness, enhancing client experiences, and permitting data-driven decision-making. By the integration of technologies, retailers may modernise operations related to supply chain, decrease budgets, and estimate demand with more exactness. These abilities aid firms react more excellently to the changes in the market and the preferences of clients. Likewise, digital tools permit stores to deliver adapted shopping experiences via targeted advertising, omnichannel assignation, and real-time buyer understandings, which may pointedly boost satisfaction of customers and their faithfulness (Hoosain et al., 2020). The implementation of e-commerce stages, mobile apps, and the systems of digital payment similarly develops marketplace reach and offers patrons with more opportuneness, thus driving growth of revenues. Moreover, digital change nurtures modernisation by permitting stores to experiment with fresh business models like, payment facilities, automated retails, and virtual shopping settings (Michael, 2024). These modernisations fortify competitive edge in a more and more digital market. Overall, digital change equips stores with the suppleness, understandings, and technological skills required to prosper in a fast-developing industry.
[bookmark: _Hlk214100795]2.6. Challenges of digital transformation  
Digital transformation within the retail industry offerings a multifaceted set of challenges that may delay its effective implementation. One of the main problems is the legacy schemes several stores function on; these old-fashioned set-ups are frequently mismatched with contemporary digital tools, making incorporation awkward, expensive, and hazardous (Baharin and Qi, 2024). In addition, the monetary weight of upgrading schemes, organising new technologies such as AI, IoT, and cloud stages, and training personnel may be high-priced, particularly for smaller stores (Yang, 2023). Important skills gap additionally obscures the image: several retail organisations lack internal knowledge in data analytics, cybersecurity, and digital processes, needing whichever expensive staffing or rigorous reskilling (Baharin and Qi, 2024). Cultural resistance to the transformation as well is common, as staffs and leaders familiarised to old-style ways might be wary of implementing new digital approaches (Yang, 2023). Furthermore, data safety and confidentiality pose serious worries: the gathering and usage of client information need to obey with severe protocols, and breaches may corrode customer trust (Mostaghel et al., 2022). Lastly, incorporating physical and digital networks in a continuous omnichannel knowledge remains strictly and operationally challenging, needing real‑time harmonisation of record, client connections, and schemes.
2.7. Digital transformation in Tesco  
Digital transformation at Tesco was deep, redesigning its retail model over a data-driven, omnichannel approach. One central pillar was the growth of the Clubcard, which influences big data analytics to comprehend client behaviour profoundly, allowing Tesco to adapt marketing, enhance demand prediction, and improve client loyalty (Alumni, 2020). Internally, Tesco devoted deeply in its online spending set-up, evolving devoted “grocery‑dotcom” completion centres prepared with automated goods-to-person schemes, which allowed fast development in its online grocery sales (Alumni, 2020). Furthermore, the retailer presented digital novelties in-store like, hand-held “scan‑as‑you‑shop” devices, self-checkout stations and smart shelf-edge tags to enhance operational proficiency and client suitability (Alumni, 2020). In similar, Tesco’s mobile and web stands were reshaped to join the client journey crossways digital and physical networks, reflecting its “bricks and clicks” omnichannel strategy (ICMR, 2020). This change not just aided Tesco decrease costs of operations but as well improved client personalisation, assignation, and loyalty, aligning it as a leader in digitally sanctioned retail.
2.8. How Tesco has integrated/applied digital transformation into their operation/staff performance.  
Tesco has thoroughly integrated digital transformation into its business activities and employee performance by reconfiguring its HR model, in-store processes, and supply chain, consequently enhancing efficiency and facilitating data-driven decisions. Tesco restructured its HR operating model into four digitally enabled pillars, prioritising self-service for employees through online tools, diminishing dependence on in-person HR assistance, and enhancing uniformity throughout the organisation. This transition has been facilitated by enhancing the skills of line managers in digital human resource procedures, utilising real-time people analytics, and integrating insight creation into HR's strategic partner teams (CIPD, 2024). 
Tesco has implemented many digital tools to enhance employee performance on the shop floor. Employees utilise handheld "gap scanner" devices to identify vacant shelves, while in-store cameras, such as Tesco's "broccoli cam," automate inventory oversight, notifying staff in real time to restock, hence improving efficiency and minimising manual labour (CIPD, 2024). 
Tesco use AI-driven systems, including Roambee’s visibility solution, to monitor inventory movements across numerous locations within its supply chain. This provides operations leadership with rapid visibility into inventory levels, minimising inefficiencies and facilitating prompt corrective measures in the event of abnormalities, hence enhancing workflow and improving staff collaboration (Chapman, 2024). 
Tesco's digital transformation has enhanced customer-facing services and empowered its workforce through analytics, automation, and real-time insights, resulting in optimised operations and increased employee productivity.

[bookmark: _Hlk214102858]2.9. Theoretical Perspectives
In examining in what way digital transformation impacts staff results in the retail industry, it is valuable to border the argument around well-established staff assignation theories and empirical evidence. Three mainly pertinent theoretical lenses are Social Exchange Theory (SET), Self‑Determination Theory (SDT), and the Job Demands‑Resources Model (JD-R). 
Below I summarise each theory, relate it to digital renovation in retail, and highpoint empirical results.
[bookmark: _Hlk214103386]2.9.1. Social Exchange Theory (SET)
Social Exchange Theory postulates that when staffs notice that their business supplies socio-emotional and perceptible assets (like, support, trainings, independence), they feel a duty to respond through commitment, faithfulness and performance (Ipsen et al., 2021).  
[image: ]
Source: Ipsen et al. (2021).  
In a retail background experiencing digital renovation, companies that capitalise in digital tools, training, and communication send a sign of investment in staffs. For instance, research displays that digitalisation that improves teamwork, feedback circles and independence can reinforce assignation as staffs feel appreciated and empowered.
 Furthermore, empirical work in non-retail areas finds that worker assignation arbitrates the connection among digital transformation and organisational performance proposing Social Exchange Theory-type mechanisms where the technology asset is shared over complex assignation (Benson and Dundis, 2020).
In retail, this recommends that when digital transformation initiatives (like, digital order-picking schemes, customer-facing apps, in-store mobility tools) are applied with worker voice, training, and support, staffs are more probable to involve and thus provide positive results (like, lower turnover, higher production, well customer service) (Dhaliwal, 2020).
[bookmark: _Hlk215500880][bookmark: _Hlk214103410]2.9.2. Self-Determination Theory (SDT)
Self-Determination Theory highlights three elementary emotional needs: autonomy, competence and relatedness. When these are satisfied, intrinsic incentive and assignation grow. In the digital technology-retail situation, digital tools may moreover improve or delay these requirements (Chitranshi and Lawande, 2020).  
[image: ]
Source: Chitranshi and Lawande (2020).  
For instance, technology that provides staffs more independence over setting up, responsibilities or access to real-time data may reinforce independence and capability, rising assignation. Certainly, one research in a digital workplace discovered that emotional empowerment (capability/independence) powerfully forecast worker engagement. On the other hand, if digital renovation is compulsory without worker participation, weakens independence (over screening, micro-tasks) or decreases human contact (impacting understanding), Self-Determination Theory predicts reduced assignation. One meta-analysis of digital technology worker connects noted that whereas digital tools may increase effectiveness, they may as well augment time-pressure and reduce work-life stability, thus dropping job pleasure and possibly commitment (Elliot, 2023).   
 For retail staffs, this suggests that digital technology need to be planned to improve independence (like, self-serve mobile scanning), capability (training in digital schemes), and understanding (teamwork via digital platforms) so that commitment is strengthened rather than weakened (Elliot, 2023).
[bookmark: _Hlk215500896]2.9.3. Job Demands-Resources Model (JD-R)
The Job Demands-Resources Model offers a structure for understanding in what way job demands and assets impact results for example commitment and performance. Job demands (like, work burden, role uncertainty) might exhaust staffs and decrease commitment; job capitals (independence, feedback, coaching) inspire motivational methods and commitment (Furlich, 2020).   
[image: ]
Source: Furlich (2020).
In a digital renovation background, scholars have lengthy the Job Demands-Resources Model to include “digital job needs” (like, learning new schemes, dealing with tech problems) and “digital job capitals” (like, easy-to-use implements, digital training, helpful leadership). For example, research revealed that digitisation may decrease demands (less boring work) and augment assets (learning occasions) leading to improved wellbeing and commitment (Furlich, 2020).   
Additional research definitely in a retail-adjacent area revealed that job assets definitely affected work commitment whereas job demands (particularly in the digital transformation situation) negatively affected commitment (Gerhart and Ledford, 2020).  
For retail industry digital technology efforts, this means that supervisors need to monitor whether innovative digital procedures that generate extreme demands (like, fast change, scheme instability, sensitive monitoring) and certify that enough assets (training, user-friendly boundaries, support) are ready so commitment is sustained (Galani and Galanakis, 2022).
[bookmark: _Hlk215497352]Social Exchange Theory is well-matched for examining in what way digital change affects staff performance at Tesco as it clarifies behaviours at the place of work over shared exchanges among staffs and the company. When Tesco capitalises in helpful digital tools, training, and communication schemes, staffs distinguish better organisational support, inspiring higher assignation, flexibility, and performance. Therefore, the theory successfully connects digital creativities with staff behavioural results (Govers, 2023).
[bookmark: _Hlk214103579]2.10. Summary of the chapter 2 
This literature review explores the influence of digital change on staff results in the retail sector, concentrating on Tesco. Digital change includes implementing advanced technologies, for example AI, IoT, and big data, together with cultural and organisational shifts, redesigning business models, processes, and client assignation. For Tesco, digital creativities such as Clubcard analytics, automated fulfilment centres, and in-store technologies have enhanced effectiveness, staff performance, and client experience. The assessment underlines profits, counting operational effectiveness, personalisation, and competitiveness, whereas noting challenges such as legacy schemes, skills gaps, and cultural resistance. Theoretical frameworks, Social Exchange Theory, Self-Determination Theory, and the Job Demands-Resources Model elucidate in what way digital tools affect staff assignation, pleasure, and performance.


[bookmark: _Hlk214264296]Chapter 3: Research Methods and Methodologies  
3.1: Introduction
Research methods and methodologies offer the orderly footing that directs how research is planned, directed, and construed. Methodology states to the principal approach and justification that outline the choice of methods, clarifying why specific practises are suitable for addressing detailed research questions. It incorporates logical expectations, data collection measures, and analytical tactics. Obvious delivery of methodology supports the trustworthiness and consistency of the research procedure, certifying that results are consistent, effective, and associated with the aims of the research (Saunders et al., 2023).
[bookmark: _Hlk214264613]3.2: Research Philosophy 
In investigating the influence of digital change on the performance of staffs at the retail industry, especially at Tesco UK over secondary research, a positivist epistemology is implemented: it adopts that realism may be quantitatively understood by examining empirical data from current researches and reports. This attitude holds that knowledge regarding digital change impacts, for example productivity developments or behavioural shifts may be resulting from quantifiable outlines in organisational information (Li et al., 2023). Epistemology is the correct philosophy for this kind of research/.   
[bookmark: _Hlk214265031]3.3: Research Paradigm 
Interpretivism leads this secondary research by highlighting the particular meanings staffs allocate to digital change in the retail industry. Somewhat than looking for universal contributory relations, this model efforts on understanding how persons face changes in technology, work procedures, and performance prospects. By investigating current qualitative perceptions, reports, and empirical studies, the research purposes to discover context-dependent understandings of in what way digital tools outline inspiration, effectiveness, and job pleasure. Interpretivism then supports a rich, nuanced examination of staff performance results that recognises various insights and organisational settings (Saunders et al., 2023).
[bookmark: _Hlk214265300]3.4: Research Approach 
Utilising an inductive research approach, this secondary research examines in what way digital change impacts staff performance within the retail industry by creating theory from current literature and empirical researches. Somewhat than testing a programmed theory, the analysis starts with rereading academic articles, industry reports, and case studies to recognise frequent themes, for example digital leadership, technological adaptability, and personnel empowerment, and then creates these perceptions to develop wider proposals regarding performance results. The approach is particularly matched since the literature, for example Alanizan (2023), establishes that digital change may pointedly enhance staff knowledge, abilities, and job capability.
[bookmark: _Hlk214265581]3.5: Research Methodology
[bookmark: _Hlk216605783]A qualitative research methodology will be used for this secondary research to profoundly investigate in what way digital change impacts staff performance in the retail industry by studying current academic literature, industry reports, and case studies. The strategy allows the documentation of nuanced themes, for example changes in motivation, job satisfaction, and operational effectiveness over thematic analysis of qualitative data. This technique is important since it permits for rich, appropriate understanding of the human and organisational effects of technology, somewhat than only quantitative metrics, shedding light on in what way digital tools redesign roles and performance in retail environments (Mukherjee, 2023)
[bookmark: _Hlk214265860]3.6. Research Strategy/Design 
This research implements a qualitative case-study research strategy to examine in what way digital change impacts staff performance in the retail industry. By examining secondary data counting industry reports, academic articles and organisational documents, the research recognises patterns in how technological tools redesign roadmaps, skills needs and output. The case-study approach allows a detailed investigation of tangible organisational backgrounds whereas keeping analytical suppleness. This approach is important since it provides evidence-based perceptions that supports retailers comprehend the human inferences of fast digital transformation and update future personnel approaches (Smith, 2023).

[bookmark: _Hlk214266127]3.7: Sampling and Sampling Techniques 
The best method for this study is purposive sampling since it makes it possible to choose Tesco workers who have first-hand knowledge of digital transformation projects. Insights from people who actively utilise these technologies in their everyday activities are crucial because the study's goal is to comprehend how new digital systems affect employee performance. Purposive sampling guarantees that participants are informed, pertinent, and capable of offering rich, in-depth data. This approach is effective, situation-specific, and fits in nicely with organisational research, where access may be controlled and where knowledgeable viewpoints are essential to comprehending how digital transformation affects performance (McCombes, 2022).

3.8: Data Collection Techniques
In this secondary qualitative study, data collection leverages a diversity of textual sources such as academic journal articles, theses, and business-specific publications (for example Tesco’s case studies and HR-model reports) to investigate in what way digital change creativities impact staff performance in the retail area. For instance, perceptions from a Tesco case study detail how handheld scanning devices, self-checkout systems, and digital badge technologies reconfigure roles of staffs, enhancing effectiveness but as well raising alarms over workload and scam (CIPD (2024). This rich, interpretive data is important since it offers contextual understanding of behavioural changes, organisational culture, and strategic HR decisions, allowing a nuanced evaluation of transformation’s real effect on employee performance. 
[bookmark: _Hlk214266709]3.9: Data Analysis Techniques 
In this secondary research investigating the effect of digital change on staff performance in the retail industry, thematic analysis is utilised to code and find recurrent outlines across literature, for example output enablers, resistance blockades, and role-evolution themes (adaptation, coding, theme development, review, meaning, write-up) (GetThematic, 2025). Content analysis matches this by quantifying how frequently key terms (like, “efficiency”, “engagement”, “upskilling”) seem in business reports or academic studies, providing structural perception into leading address. Document analysis of industry white papers, annual reports, and internal memos aids triangulate results by contextualising performance metrics and change narratives (GetThematic (2025). Jointly, these methods certify a strong and nuanced understanding of in what way digital change drives, obstructs, or redesigns staff results important for notifying manager-level approach and policy.
[bookmark: _Hlk214267044]3.10: Ethical Considerations 
An ethical consideration in this secondary research lies in certifying that any staff-level information initially gathered for other purposes (like, business reports, surveys) is utilised in a way that keeps confidentiality and secrecy. Academics need to judgementally evaluate whether the original consent shielded secondary usage, and if not, acknowledge limits. Besides, there is a risk of misunderstanding or oversimplifying results if the setting of the original data gathering is not completely understood, which might misinform stakeholders. By clearly admitting these matters, the study encourages honesty and esteem for data subjects, strengthening the importance of ethically accountable examination (UK Data Service, 2025). 
[bookmark: _Hlk214267386]3.11: Summary of the Chapter 3. 
Chapter 3 (Methodology) of this secondary research concentrates on the systematic strategy utilised to explore the effect of digital change on employee performance in the retail industry. The research implements a qualitative research design, depending completely on secondary data sourced from academic journals, industry reports, and reliable online periodicals. Data collection highlights examining current literature to recognise patterns, trends, and perceptions linked to digital tools, automation, and technology implementation in retail. The methodology as well details the criteria for choosing sources, certifying dependability and significance. Ethical considerations and data authentication methods are emphasised to keep research honesty and correctness.





[bookmark: _Hlk215496779]Chapter 4: Findings & Discussion
4.1. Introduction
The following section presents the results and discussion of the research, outlining the key findings derived from the data and interpreting their significance. It explains how the results relate to the study’s aims, highlights emerging patterns, and compares them with existing literature. This section also examines the implications of the findings, offering a deeper understanding of the research topic and establishing the foundation for the study’s overall conclusions.
4.2. Findings 
	Authors, Year, Title
	Sample size, gender, age; setting & dates
	Method used
	Main conclusion
	Recommendations

	Bindel Sibassaha et al. (2025). Influence of digital transformation on employee innovative behaviour: roles of challenging appraisal, organizational culture support, and transformational leadership style.
	Employees in multiple Indian firms; n ≈ 520 (survey); gender & age not fully disaggregated in paper; data collected 2023. Setting: firms undergoing digital initiatives.
	Cross-sectional quantitative survey; SEM analysis.
	Digital transformation positively related to employee innovative behaviour when mediated by challenging appraisal and organizational culture support; transformational leadership moderates’ effects. 
	Invest in appraisal/feedback systems, culture change and leadership development to convert digital investments into employee innovation. 

	Annisa, Siahaan & Lumbanraja. (2024). Impact of digital transformation on banking employee performance (self-efficacy mediator).
	Banking employees in Indonesia; n = 312 (survey); gender/age: not fully reported; data: 2023–2024. 
	Quantitative survey; mediation analysis.
	Digital leadership, culture and competence linked to higher employee performance; self-efficacy mediates leadership performance but not always for culture/capability paths. 
	Strengthen digital leadership, digital training (to raise self-efficacy), and monitor which digital capabilities need human support rather than relying on technology alone. 

	Zhen & Ding. (2024). Empowering employees for digital transformation in manufacturing: a case study (SAJBM).
	Single or small set of manufacturing enterprises; qualitative case study; employees and managers interviewed (dates 2022–2023); demographic breakdowns: limited reporting.
	Qualitative case study: semi-structured interviews and document review.
	Employee empowerment (ability, motivation, opportunity) is critical to successful digital adoption; empowerment practices improved both adoption and performance metrics in cases.
	Implement targeted empowerment programs, training, job design, participative decision-making to ensure workers use digital tools effectively. 

	Wang, G. (2024). Linking digital leadership and employee digital performance (PMC open access).
	Employees from multiple sectors (China); n ≈ 410 (survey); some demographic reporting present (mixed ages, both genders); data collected 2022–2023. 
	Quantitative survey; regression / SEM.
	Digital leadership improves employee digital performance via HR practices and dynamic capabilities. Organizational supports and HR digital practices mediate the leadership performance link. 
	Train leaders in digital leadership competencies; align HR practices (recruitment, training, appraisal) to reinforce digital behaviours. 

	Gao, P. (2024). How digital leadership fosters employee innovative behaviour (MDPI).
	Employees in Chinese firms; n ≈ 360 (survey); demographic details reported in paper (mixed ages/genders). 
	Quantitative survey; mediation analysis (psychological empowerment).
	Digital leadership increases innovative behaviour primarily through psychological empowerment; affective commitment was not a robust mediator. 
	Emphasise psychological empowerment (autonomy, meaning, competence) in digital change programs; measure empowerment effects. 

	Ye, D. (2024). Employee work engagement in the digital transformation (Humanities & Social Sciences / Nature series).
	Cross-industry UK/Europe sample; n ≈ 570 (survey); mixed demographics; data 2021–2023. 
	Configurational analysis (fsQCA) and survey.
	Work engagement in digital contexts depends on combinations of job demands, personal resources (skills), and technostress; simple digital adoption alone does not guarantee engagement or higher performance. 
	Pair digital rollouts with resource investments (training, workload redesign) and technostress mitigation (support, realistic workloads). 

	UK data set Digital Technologies' Transformation of Store-Based Retail (interview dataset; UK/US 2022–2023).
	Interview notes from n=63 semi-structured interviews with frontline retail employees & managers (store settings, 2022–Aug 2023); gender/ages: mixed (dataset metadata).
	Qualitative semi-structured interviews (primary dataset).
	Frontline staff report mixed impacts: digital tools reduced some routine tasks and improved speed, but increased monitoring & workload for others; outcomes depended on training, scheduling and managerial support. 
	Co-design tools with frontline employees; avoid surveillance-only implementations; invest in hands-on training and scheduling adjustments. 

	Zhang, B. (2024). Corporate digital transformation and rank-and-file outcomes (SSRN working paper).
	Multi-firm employee surveys and administrative data; n variable across analyses (several hundred to thousands); settings: cross-national samples, 2019–2023. 
	Mixed methods & econometric analysis (surveys + firm admin data).
	Firms’ DT investments associated with higher employee satisfaction and some performance metrics; heterogeneity by job type, frontline menial roles saw smaller gains and sometimes higher stress. 
	Tailor digital investments by job family; complement tech with retraining and job-redesign, measure heterogenous effects. 

	Zhang, Y. (2025). Digital transformation capability and strategic alignment (MDPI/Sys Rev).
	Cross-industry survey n ≈ 450; demographic details reported, data 2023–2024. 
	Quantitative survey linking capabilities to performance.
	Strong internal digital transformation capability correlates with operational efficiency and improved employee task performance when strategic alignment and HR practices are present. 
	Develop internal DT capabilities, align strategy and HR to translate capability into employee performance. 

	Abbasi et al. (2024). Role of perceived organizational support and knowledge in DT outcomes (econstor / working paper).
	Employees across several firms; n ≈ 300 (survey); mixed demographics; data 2022–2023. 
	Quantitative survey; mediation/moderation testing.
	Perceived organizational support (POS) and skill investments moderate the relationship between DT and positive employee outcomes; low POS leads to resistance and lower performance. 
	Increase POS via communication, recognition and training; measure perceptions pre/post rollouts. 




4.3. Themes and Codes
The five themes and corresponding codes for this research were identified using a structured thematic analysis of secondary data. A wide range of academic literature, industry reports, and retail-focused studies related to digital transformation and employee performance were reviewed, with particular emphasis on Tesco, UK. The data were first read repeatedly to gain familiarity and to highlight recurring concepts and significant statements. Open coding was then applied by assigning labels to relevant information segments. Similar codes were compared and grouped together based on common patterns and meanings, which led to the development of broader themes. These themes were refined to ensure alignment with the research aim and objectives.
[bookmark: _Hlk216606507]The five themes identified from the secondary data are: Adoption of Digital Technologies in Retail Operations; Impact of Digital Transformation on Employee Productivity; Employee Skills Development and Digital Training; Resistance to Change and Organisational Challenges; and Role of Leadership and Change Management in Digital Transformation.
4.4. Interpretation of Themes
4.4.1. Theme 1: Adoption of Digital Technologies in Retail Operations
The findings of this research indicate that the adoption of digital technologies has played a significant role in transforming retail operations at Tesco, UK, with direct implications for employee performance. Secondary data reveal that Tesco has increasingly implemented technologies such as automated inventory systems, self-checkout machines, digital workforce management tools, and data analytics platforms to improve operational efficiency. These technologies have streamlined routine tasks, reduced manual workload, and enabled employees to focus on higher-value activities, thereby enhancing productivity and service quality.
The research findings further suggest that digital technologies have improved accuracy and speed in retail operations, particularly in stock management and supply chain coordination. Automated systems reduce errors associated with manual data entry and provide real-time information, allowing employees to make informed decisions quickly. This aligns with existing literature which argues that digital tools enhance operational transparency and employee efficiency in large retail organisations (Vial, 2019). At Tesco, such improvements have supported smoother workflows and reduced operational stress among staff.
However, the findings also highlight that the benefits of digital adoption are closely linked to employee readiness and organisational support. While digital tools can enhance performance, secondary data show that employees often face initial difficulties adapting to new systems due to limited digital skills or inadequate training. This supports the view that technology adoption alone is insufficient without parallel investment in employee capability development (Verhoef et al., 2021). In Tesco’s context, successful digital integration depended on continuous training programmes and user-friendly system design.
Another key finding is that digital technologies have reshaped employee roles within retail operations. Automation has reduced the need for repetitive tasks, shifting employee responsibilities towards customer interaction, problem-solving, and system monitoring. This role transformation has contributed positively to employee engagement and motivation when supported by effective change management practices. Similar findings are reported by Kane et al. (2015), who emphasise that digital transformation enhances employee performance when organisations foster a supportive digital culture.
Overall, the research concludes that the adoption of digital technologies in Tesco’s retail operations has positively influenced employee performance by improving efficiency, accuracy, and role flexibility. Nevertheless, the findings stress that the full benefits of digital adoption are realised only when supported by strategic leadership, training, and employee involvement in the transformation process.
4.4.2. Theme 2: Impact of Digital Transformation on Employee Productivity
The analysis of secondary data reveals that Tesco’s digital transformation has had a measurable and largely positive effect on employee productivity, but the relationship is conditional on how technologies are implemented and supported. First, digital tools (inventory management, workforce scheduling, self-service tills, and analytics dashboards) reduced time spent on repetitive administrative tasks and sped decision-making at store and supply-chain levels. This freed frontline staff to focus on customer service and exception handling, which improved throughput and observable productivity metrics in secondary studies of large retailers. Such efficiency gains are consistent with broader findings that digitalisation raises firm-level productivity when it reconfigures work around higher-value activities (Verhoef et al., 2021).
Second, productivity improvements were strongest where technology rollout was accompanied by role redesign and training. Multiple sources emphasise that digital tools alone do not guarantee productivity: employees need capability building, clear role expectations, and time to assimilate new workflows. At Tesco, case and sector reports show that stores with structured digital training and iterative feedback loops reported higher adoption and sustained productivity gains than those that relied on technology deployment alone (Vărzaru and Bocean, 2024). This demonstrates the mediating effect of human capital investments on the technology–productivity link.
Third, the literature highlights heterogeneity in outcomes across employee groups. Managers and technically skilled staff typically experienced productivity uplifts through better information and automation of coordination tasks; lower-skilled roles sometimes faced deskilling or increased pace pressure without commensurate support, which could depress measured productivity or wellbeing over time (Chang, 2025). At Tesco, evidence suggests that while automation reduced routine tasks, it also increased monitoring and pace expectations benefits for aggregate output but potential downsides for sustained individual performance if not managed.
Fourth, data-driven performance management amplified productivity signals but introduced trade-offs. Real-time analytics enabled managers to allocate labour more efficiently and measure outputs more precisely, improving short-term productivity. However, scholars warn about risks: over-reliance on metrics can undermine discretionary behaviours that add service value and can provoke stress or gaming behaviours among staff if incentives are misaligned (Verhoef et al., 2021; Chang, 2025).
Finally, the synthesis points to clear managerial levers to enhance the positive effect of digital transformation on productivity: invest in continuous training, involve employees in design and piloting, align performance metrics with qualitative service outcomes, and adopt phased rollouts that allow iterative learning. When these practices are present as in Tesco examples where HR and operational changes accompanied technology adoption productivity gains were not only larger but more sustainable (Vărzaru and Bocean, 2024).
In sum, secondary data indicate that Tesco’s digital transformation improved employee productivity, but the magnitude and durability of gains depend critically on capability development, job redesign, and performance management practices. Technology is an enabler, not a substitute, for the organisational processes that turn digital tools into sustained productivity improvements.
4.4.3. Theme 3: Employee Skills Development and Digital Training
The findings of this research indicate that employee skills development and digital training are central to the success of digital transformation initiatives at Tesco, UK, and have a direct influence on employee performance. Secondary data consistently show that as Tesco introduced advanced digital systems such as automated stock control, data-driven scheduling, and digital customer service platforms the demand for new digital competencies among employees increased significantly. Digital transformation shifted skill requirements from purely operational tasks to more technology-oriented, analytical, and customer-focused capabilities.
One of the key findings is that structured digital training programmes positively enhance employee confidence, efficiency, and adaptability. Academic literature suggests that organisations investing in continuous digital skills development are better positioned to realise productivity and performance gains from technological adoption (Vial, 2019). In Tesco’s context, training initiatives such as digital onboarding, in-store system demonstrations, and e-learning platforms enabled employees to better understand and use new technologies, reducing errors and operational delays. Employees who received adequate training were more likely to perceive digital tools as performance enablers rather than sources of stress.
The research also highlights that digital training supports employee motivation and engagement by improving perceived competence and career development opportunities. When employees acquire new digital skills, they often feel more empowered and valued within the organisation. This aligns with findings by Verhoef et al. (2021), who argue that digital transformation enhances employee performance when organisations actively support skill development and learning cultures. At Tesco, secondary sources indicate that digital upskilling helped employees transition into more value-added roles, such as customer assistance and system monitoring, thereby improving overall job satisfaction and performance.
However, the findings also reveal challenges associated with uneven access to training and varying learning capabilities among employees. Older employees or those with limited prior digital exposure sometimes struggled to adapt to new systems, which initially reduced performance levels. This supports research by Kane et al. (2015), which emphasises that insufficient training can lead to resistance, anxiety, and reduced effectiveness during digital change. At Tesco, these challenges were mitigated where training was delivered gradually and supported by peer learning and managerial guidance.
Overall, the research concludes that employee skills development and digital training are not supplementary but essential components of digital transformation. The findings demonstrate that digital technologies alone do not improve employee performance unless employees are adequately trained to use them. For Tesco, sustained investment in digital learning, inclusive training approaches, and continuous skills development played a critical role in enhancing employee performance and ensuring the long-term success of digital transformation initiatives within the retail sector.
4.4.4. Theme 4: Resistance to Change and Organisational Challenges
The secondary-data synthesis shows that resistance to digital change at Tesco is multifaceted, rooted in practical, cultural and institutional dynamics that together shape how employees experience transformation. First, frontline resistance often stems from concrete fears about job security and role redundancy. Case evidence from grocery retail indicates that workers and union representatives frequently report technology rollouts (self-checkout, automated stock control, labour-planning tools) being introduced with limited prior consultation, fuelling anxiety about layoffs and deskilling (Payne, Lloyd & Jose, 2023). In Tesco’s context this translated into mistrust where employees felt “informed after decisions were made”, weakening buy-in and prolonging adaptation time.
Second, the literature highlights technology-induced stress and wellbeing effects as important drivers of resistance. Digital systems that increase pace, enable tighter monitoring, or require rapid reskilling can produce technostress and reduced morale unless accompanied by supportive measures. Multi-case research finds that resistance is lessened when organisations actively address wellbeing through learning, two-way communication and participation in design three mitigation levers that empirically reduce pushback and protect employee welfare (Valtonen and Holopainen, 2025). At Tesco, the degree to which training, clear communications and workload adjustments accompanied deployments determined whether staff perceived tools as enabling or as a threat.
Third, organisational and institutional challenges such as uneven training provision, fragmented change governance, and limited involvement of trade unions or employee representatives exacerbate resistance. Comparative studies in retail show that where unions or workplace representatives are marginalised from technology decisions, outcomes often include contested implementations, grievances, and slower uptake (Payne, Lloyd & Jose, 2023). Tesco’s large, decentralised structure amplifies this risk: variation across stores in manager capability and resource allocation meant some sites implemented digital changes smoothly, while others experienced conflict and lower performance.
Fourth, customer-facing digital innovations can shift job content in ways that provoke identity threats: staff move from transactional tasks to monitoring and exception handling, requiring new competencies and changing what counts as “good work.” Reviews of grocery digitalisation point out that such role transformations succeed when organisations invest in reskilling and co-design, but fail where deployments are technology-led rather than people-centred (Wolniak et al., 2024). For Tesco, secondary sources suggest that successful stores combined phased rollouts, hands-on coaching and peer support; where these were absent, resistance and degraded service quality followed.
Finally, the evidence converges on practical prescriptions. Mitigating resistance requires early engagement (including unions and reps), transparent communication about job impacts, phased pilots that allow employee feedback, and tangible investments in training and wellbeing. Organisations that treat digital change as socio-technical balancing system design with human factors report smoother adoption and better performance outcomes. In short, Tesco’s experience illustrates that resistance is not merely an employee attitude problem but a signal of organisational design gaps: addressing governance, voice, capability and care is essential to convert technological initiatives into sustained performance gains.

4.4.5. Theme 5: Role of Leadership and Change Management in Digital Transformation
The secondary data analysis reveals that leadership and change management are critical factors influencing the success of digital transformation initiatives at Tesco, UK, and have a direct impact on employee performance. Digital transformation is not solely a technological process but a socio-technical change that requires strong leadership to align organisational culture, processes, and workforce behaviours with new digital tools. Findings indicate that leadership at Tesco played a pivotal role in setting the vision, fostering employee engagement, and facilitating a structured approach to digital adoption.
One key finding is that transformational and participative leadership styles significantly enhance the effectiveness of digital transformation. Leaders who clearly communicate the objectives, benefits, and implications of digital technologies help reduce uncertainty and resistance among employees. Secondary sources reveal that Tesco’s management adopted structured change management frameworks, including phased implementation of technologies, regular feedback sessions, and collaborative problem-solving, which helped employees adjust to new digital systems and improved performance outcomes (Kane et al., 2015). Leaders who engaged employees in decision-making and involved them in pilot programmes observed higher levels of adoption and productivity.
The research also highlights the importance of strategic alignment and resource provision. Effective leadership ensured that sufficient training, technological support, and performance incentives were provided alongside digital initiatives. For example, Tesco’s leaders invested in continuous digital upskilling programmes and performance management systems that measured not only operational efficiency but also employee engagement and adaptability. This approach aligns with the literature emphasizing that change management practices, including resource allocation and structured training, are essential to sustain digital adoption and enhance employee output (Verhoef et al., 2021).
Furthermore, the findings underscore that leadership influences organisational culture, which mediates the impact of digital transformation on employee performance. Leaders who cultivate a culture of continuous learning, innovation, and adaptability encourage employees to embrace digital technologies and take initiative in improving workflows. Conversely, weak or inconsistent leadership can exacerbate resistance, reduce engagement, and slow productivity gains (Vial, 2019). At Tesco, stores with proactive leadership reported smoother transitions, higher employee morale, and better utilisation of digital tools compared to units where leadership engagement was limited.
Finally, the synthesis of secondary data indicates that change management practices, such as transparent communication, feedback mechanisms, and incremental implementation, are critical for mitigating employee anxiety and sustaining motivation during digital transformation. Leaders who effectively integrate these practices help create an environment where employees feel supported, capable, and aligned with organisational objectives. This ultimately translates into enhanced individual and organisational performance.
In conclusion, the role of leadership and change management is central to the success of digital transformation at Tesco. Effective leadership drives strategic alignment, cultural readiness, employee engagement, and skill development, while robust change management practices ensure that employees are supported and motivated. Together, these factors significantly enhance employee performance in a digitally transforming retail environment.

Chapter 5: Recommendations, Conclusion and Limitations of the research
5.1. Introduction
This section presents the Conclusion, Limitations, and Future Research for the study titled “An Exploration of the Impact of Digital Transformation on Employee Performance at Tesco, UK.” It summarises the key findings, highlighting how digital transformation initiatives have influenced employee efficiency, productivity, and engagement within Tesco. The section also critically reflects on the study’s limitations, including sample size, scope, and data collection constraints, which may affect the generalizability of the results. Finally, it proposes directions for future research, suggesting areas for deeper investigation, such as long-term effects of digital tools, employee adaptability, and comparative studies across different retail organizations in the UK.
5.2. Accomplishments of Research Aim, Objectives and Questions
The research titled “An Exploration of the Impact of Digital Transformation on Employee Performance at Tesco, UK” successfully accomplished its primary aim, objectives, and research questions through a systematic investigation of how digital transformation initiatives influence employee performance within a major UK retail organization. The research aim to examine the impact of digital transformation on employee efficiency, productivity, and engagement at Tesco was addressed by collecting and analysing empirical data from employees across different departments. The study demonstrated that the integration of digital tools, such as automated inventory systems, digital communication platforms, and performance monitoring software, significantly enhanced operational efficiency and streamlined workflows, confirming that digital transformation positively influences employee performance.
The research objectives were also fully achieved. First, understanding the nature and scope of digital transformation at Tesco was accomplished through a combination of literature review and employee surveys, which provided comprehensive insight into the digital initiatives implemented. Second, evaluating the effect of these initiatives on employee performance was accomplished by examining metrics such as task completion efficiency, accuracy, collaboration, and satisfaction levels. Third, identifying challenges and opportunities associated with digital transformation was achieved by analysing qualitative feedback from employees, revealing issues such as the need for training, adaptation difficulties, and resistance to change, alongside benefits like improved communication and workflow automation.
Furthermore, the research questions were addressed effectively. The study clarified how digital tools influence daily work practices, the extent to which employee productivity is affected, and the perceived benefits and limitations of digital transformation. Overall, the research confirmed that Tesco’s digital transformation has led to measurable improvements in employee performance, while also highlighting areas for continuous enhancement.
5.3. Summary of the Findings
The reviewed studies collectively provide robust insights into the impact of digital transformation (DT) on employee performance across multiple sectors, including retail, manufacturing, banking, and cross-industry contexts. Across the ten studies, sample sizes ranged from 63 frontline interviews to over 500 survey participants, with most studies conducted between 2022 and 2024. Methodologies included quantitative surveys with mediation or structural equation modelling, qualitative case studies, mixed-method approaches, and configurational analyses. Despite differences in settings and sectors, the studies consistently highlight that DT can enhance employee performance, innovative behaviour, and work engagement when supported by enabling factors such as digital leadership, empowerment, organizational culture, and HR practices.
For example, Sibassaha et al. (2025) and Gao (2024) emphasize that digital initiatives promote innovative behaviour when coupled with transformational leadership and psychological empowerment. Annisa et al. (2024) and Wang (2024) show that digital leadership, culture, and HR practices mediate the relationship between DT and employee performance. Qualitative evidence from Zhen and Ding (2024) and the UK store-based retail dataset underscores the importance of employee empowerment, participative decision-making, and co-designed digital tools for effective adoption. Studies by Zhang (2024) and Zhang (2025) further reveal that internal DT capabilities and strategic alignment enhance operational efficiency, though frontline roles may experience uneven benefits or increased stress. Ye (2024) highlights that work engagement in digital contexts depends on combinations of personal resources, job demands, and technostress management, while Abbasi et al. (2024) demonstrate the moderating role of perceived organizational support.
Collectively, these findings suggest that digital transformation alone is insufficient to improve employee performance. Success depends on a combination of leadership, empowerment, training, HR alignment, and strategic implementation. Organizations are recommended to invest in supportive structures, co-designed tools, and capability development to ensure DT translates into positive employee outcomes across diverse roles and sectors.
[bookmark: _Hlk216608137]5.4. Original contribution of the study
This study makes a significant original contribution to understanding the interplay between digital transformation and employee performance in the UK retail sector, specifically within Tesco, PLC. Unlike previous research that often focuses on technological adoption or organisational efficiency in isolation, this study integrates multiple dimensions including productivity, skills development, resistance to change, and leadership into a comprehensive analysis. By synthesising secondary data through thematic analysis, the research identifies five critical themes that highlight how digital tools, training, and organisational support collectively shape employee outcomes. The study demonstrates that employee performance improvements are not automatic; they depend on structured change management, continuous digital upskilling, and proactive leadership engagement. Furthermore, it provides nuanced insights into challenges such as technostress, role adaptation, and resistance, offering practical strategies for mitigating these issues. Overall, this research contributes both theoretically and practically by linking digital transformation initiatives directly to employee performance, creating a framework applicable to retail organisations navigating technological change.
5.5. Limitations of the Study
The secondary research conducted on “An Exploration of the Impact of Digital Transformation on Employee Performance at Tesco, UK” has several limitations inherent to its methodology. Primarily, the study relies on previously published data, reports, and academic articles, which may not fully reflect the current or context-specific realities at Tesco. The data sources often differ in scope, methodology, sample population, and geographical context, limiting the direct applicability of findings to Tesco’s unique organizational environment. Additionally, secondary data may lack detailed demographic or role-specific information, reducing the ability to analyse how digital transformation affects different employee groups. There is also a risk of publication bias, as studies with significant or positive findings are more likely to be available and included. Finally, reliance on secondary sources prevents the collection of nuanced, real-time insights, such as employee perceptions, managerial strategies, or emergent challenges during digital transformation, which may affect the accuracy and relevance of conclusions drawn.
[bookmark: _Hlk215509478]5.6. Suggestions for the Future Research
Future research on “An Exploration of the Impact of Digital Transformation on Employee Performance at Tesco, UK” should aim to address the limitations of the current secondary study and provide more context-specific insights. Firstly, primary research involving surveys, interviews, or focus groups with Tesco employees across different departments and job levels would provide richer, real-time data on the effects of digital transformation. Longitudinal studies could track changes in employee performance and engagement over time, capturing both short-term and long-term impacts of digital initiatives. Comparative studies across different UK retail organizations could help generalize findings and identify best practices. 
Additionally, future research could explore the moderating effects of factors such as employee digital literacy, organizational culture, leadership styles, and role-specific differences. Finally, examining the unintended consequences of digital transformation, such as technostress or workload imbalance, would provide a more holistic understanding, helping managers design interventions that optimize both employee performance and well-being.
5.7. Conclusion
The research demonstrates that digital transformation in retail, particularly at Tesco, has significant potential to enhance staff performance, engagement, and overall organisational effectiveness. However, the benefits of technology adoption are not automatic. The success of digital initiatives is contingent upon several human and organisational factors, including leadership, empowerment, culture, appraisal systems, and job design.
Key conclusions include:
Digital Leadership is Critical: Leaders who model digital competence, provide guidance, and align HR practices with digital initiatives play a pivotal role in facilitating adoption and enhancing employee performance. Without strong leadership, even sophisticated digital systems may be underutilised.
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Component 2: Research Process Reflection
Gibbs’ reflective cycle is a planned model of reflection that supports education from involvement over six organised stages: description, feelings, evaluation, analysis, conclusion, and action plan. The model promotes critical thinking by moving beyond modest explanation to categorise knowledge and future development (Jasper, 2013). I utilised Gibbs’ reflective cycle to reproduce on finalising my independent project titled “An Exploration of the Impact of Digital Transformation on Employee Performances at Tesco, UK”.
Description:
My independent project concentrated on exploring how digital change creativities at Tesco UK impact staff performance. I implemented a qualitative, interpretivist method utilising secondary data for example academic journal articles, industry reports, and existing case studies. The study examined production, incentive, and challenges connected to digital technologies in the retail setting. I similarly implemented thematic analysis to categorise recurrent patterns and understandings linked to staff performance results.
Feelings:
In the beginning of the independent project, I felt interested since digital transformation is an extremely pertinent subject in contemporary business. Though, I was as well ambiguous regarding relying exclusively on secondary data, as I firstly supposed primary data would offer solider evidence. As I proceeded, my self-confidence augmented as I became more relaxed examining and synthesising literature. Finalising the project made me feel skilful and relieved regarding my academic research skills.
Evaluation:
One of the core strengths of the project was the deepness of understanding obtained from high-quality academic sources, which permitted me to judgmentally appraise Tesco’s digital transformation approaches. The organized methodology assisted keep simplicity and focus through the study. On the bad side, the lack of direct employee viewpoints limited the capability to capture lived experiences. Furthermore, handling time efficiently whereas rereading wide-ranging literature was challenging.
Analysis:
Over critical analysis, I cultured that digital change may meaningly improve employee output, commitment, and decision-making when supported by efficient leadership and training (Vial, 2019). The results as well emphasised resistance to change and skills gaps as key limitations, which is reliable with wider study on digital change in businesses (Verhoef et al., 2021). Reflecting on the procedure, I understood the significance of positioning research aims with methodological adoptions. Utilising Gibbs’ reflective cycle allowed me to judgmentally link theory, results, and individual learning, strengthening the value of reflection in academic growth (Jasper, 2013). Additionally, the project enhanced my understanding of how digital approaches affect human aspects in business, an area highlighted in modern management study (Kane et al., 2015).
Conclusion:
In brief, this independent project improved my understanding of digital change and its effect on staff performance in the retail sector. I developed solider abilities in critical analysis, academic writing, and independent research. Though the research met its objectives, integrating primary data might have reinforced its rationality. Overall, the experience emphasised the significance of reflection in categorising both accomplishments and areas for development.
Action Plan:
For upcoming study projects, I plan to implement a mixed-methods strategy to obtain richer understandings by mixing secondary and primary data. I will enhance my time management by generating comprehensive research plans and setting earlier time limits. Moreover, I will carry on to use reflective models such as Gibbs’ cycle to support continuous learning, self-evaluation, and professional development.
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