







“As professionals, we have done much to improve the way business is done in the majority of organisations. However, we have failed to notice that we are becoming burned out ourselves”
Gamber, (2020)
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Terms of Reference 

MM – Mighty Masks 
HR - Human Resources
PESTLE - Political, Economic, Sociological, Technological, Legal and Environmental
VUCA - Volatile, Uncertain, Complex and Ambiguous
MBI - Maslach Burnout Inventory 
EE- Emotional Exhaustion 
PA - Personal Accomplishment 
DP - Depersonalisation 
CBI - Copenhagen Burnout Inventory 
WRB - Work-related Burnout 
RR – Research Report 
TA – Thematic Analysis
EWL – Exacerbated Workload  
EPE - Emotional and Physical Exhaustion 
RR - Reward and Recognition  
ET – Employment Tribunal 
P1 - Participant 1
P2 - Participant 2
[bookmark: _Hlk102396527][bookmark: _Hlk102396546]P3 - Participant 3
P4 - Participant 4
P5 - Participant 5 
P6 - Participant 6
[bookmark: _Toc102427735]Abstract 
This research report aims to critically analyse concepts of burnout amongst the internal HR department during COVID-19. The literature review identifies factors and theories that contribute and measure burnout, it also highlights the lack of support MM has not provided it’s HR team and options MM can implement to mitigate these risks.  
The research approach and design consisted of 6 participants. The study uses semi-structured interviews to gather qualitative data and used Braun and Clarke (2006) thematic analysis approach to analyse data. 
The findings identified themes and subthemes relating to factors that contributed to HR burnout. The findings suggest that HR developed workplace burnout due to excessive workload and increased expectations that led to emotional and physical exhaustion.  
Recommendations have been suggested to reduce burnout and future proof HR in times of crisis. 











[bookmark: _Toc102427736]1. Introduction and Rationale 
[bookmark: _Toc102427737]1.1 Background of MM 
Since 1989, Mighty Masks (MM) has specialised in the health and beauty sector by providing high quality cosmetic facemasks to its consumers in over 83 countries. 
Based in Neath Port Talbot, MM provides 100 jobs for the local community and 5 roles internationally. MM is a small SME with hierarchical structure. 
The HR department not only oversees MM operations but also operate through its owners 53 other businesses in the UK and Gibraltar. This shared workload increased significantly during the pandemic.
[bookmark: _Toc102427738]1.2 Rationale
COVID-19 impacted the whole business enforcing changes to their working practices and operational function. MM relied on HR to advise on these changes and implement strategies to keep the business operational. However, the unpredictability of COVID-19 has produced a VUCA environment, meaning further uncertainty in workers and owners, alike. These additional duties on the HR team, led to added workload pressure and day to day HR responsibilities were ignored, causing excessive workplace stress that led to burnout within the HR department at MM. 
Research shown by Gamber (2020); Moss (2021) and Santos et al (2015) demonstrates that HR burnout was present before and during COVID-19. Additionally, Maslach’s Burnout Inventory (1981) (MBI) can further be used to measure burnout in a HR context, showing that the HR team is experiencing emotional exhaustion from excessive workload due to the pandemic. However, there is little research or evidence that businesses are addressing this issue and as a result support for HR teams has not been acknowledged. 
If MM continue to neglect the HR department’s wellbeing, this could potentially provide a threat to operational function. The consequences of this unaddressed risk are higher absenteeism, decreased productivity and job satisfaction and creating more staff turnover. As MM’s HR turnover has increased by 37.5% in the time of the great resignation (Magdani, 2022; Kohler, 2014), creating a tight labour market, HR candidates are now expecting to be compensated in a time of inflation, therefore increasing MM’s salary overheads. 
As a member of the HR team that has been directly affected by burnout during COVID-19, my particular interest in this research is to explore HR departments experiences of burnout throughout COVID-19, highlighting support needed to reduce the HR burnout within MM. 
The research undertaken was conducted in the summer of 2021, whilst still under lockdown conditions. The research included 7 participants working for and with MM including its sister companies. The research will therefore be based on an inductive research approach by interviewing and analysing data through qualitative thematic analysis (TA). 
[bookmark: _Toc102427739]1.3 Research Aims 
This research will explore HR professional’s experiences of burnout throughout COVID-19. By critically evaluating the level of workplace burnout, it becomes possible to make realistic recommendations that will contribute to business strategy, objectives and overall performance. 
The research aims are:
· To explore, through a review of the literature, HR operative's experiences of burnout through COVID-19 and;. 
· To establish contributing factors to HR burnout and resulting issues arising, e.g. cost. 
· To conduct primary research to evaluate business’ responses and failures implementing the identified best practice. 
· Make valid recommendations to the business to further implement support and reduce HR burnout levels. 
· and future proof the HR operation from similar crisis situation that might occur.




[bookmark: _Toc102427740][bookmark: _Hlk100690854][bookmark: _Hlk101988045][bookmark: _Hlk101724912]2. Literature Review 
The literature review will demonstrate critical analysis of the HR department during COVID-19 with a focus on burnout. The review will define burnout and investigate the impact of COVID-19 within MM’s HR department. By identifying the factors causing burnout and the lack of implemented support for the HR team, the review will provide a summary of evidence-based secondary research, underpinned by models and theories in relation to burnout such as Maslach (1981). 
The conclusion of the literature review will influence the study’s primary research (interviews), which will then provide informed recommendation.   
[bookmark: _Toc102427741]2.1 The Impact of COVID-19 on the HR department 
Since the pandemic started in March 2020 (WHO, 2020), there has been increased pressure on an already stretched HR department at MM.
At the time of the of the pandemic, the HR department was already under resourced, undertaking employment litigation in the US and internal Company restructures. However, when COVID-19 caused the UK to implement a mandatory country-wide lockdown (UK Government, 2020), MM looked to HR to provide advice and implement strategies in line with government guidance to keep operations running and to protect employees, fundamentally changing the HR role (Harbert, 2021; Brower, 2020). 
Due to this, there is increased pressure on the HR department. To effectively assess how COVID-19 affected the role of HR, the PESTLE analysis (CIPD, 2021d) shown in appendix 1, displays that HR has absorbed additional responsibility by navigating the workforce in a VUCA environment (Koshemani, 2020; Worley and Jules, 2020). All areas of the PESTLE were affected by COVID-19 and had a direct effect on HR’s responsibilities, relating to political and sociological factors such as homeworking practices, wellbeing for employees and site safety, whist continuing with daily HR operations (Aitken-Fox et al., 2020). 
[bookmark: _Hlk102500480][bookmark: _Hlk102327519]The pandemic resulting in the HR department managing through crisis for two years and studies are showing HR professionals are now experiencing workplace burnout due to the evolving higher expectations (Gigauri, 2020; Mondy & Martocchio, 2016; Hamouche, 2021). According to Ladika (2022), 42% of HR professionals are struggling with their workloads and are experiencing emotional and physical burnout due to increased working hours and operational demand. These demands on HR teams have not allowed HR to reflect on the consequences that COVID-19 presented, often moving onto the next challenge that is affecting the business increasing burnout and decreasing resilience (CIPD, 2020; Faragher, 2020). 
[bookmark: _Toc102427742][bookmark: _Hlk100690869]2.2 What is Burnout?
[bookmark: _Hlk100691669]Introduced by Freudenberger (1974), the concept of burnout, is defined as a state of long-term emotional and physical exhaustion as a result of prolonged stress at work, presenting itself in individuals as lack of concentration, fatigue and depersonalisation (BSG, 2021; Mental Health UK, 2021). Moss (2021) describes the triggers for burnout are workload, perceived lack of control and lack of reward and recognition, which were prevalent for HR teams during COVID-19. 
Adapting Freudenberger’s concept of burnout, Maslach and Jackson (1981) developed Maslach Burnout Inventory (MBI) to measure the presence of burnout.  MBI identified that there are three dimensions of burnout, emotional exhaustion (EE), lack of personal accomplishment (PA) and depersonalisation (DP). 
Although other researchers have agreed that MBI is a useful tool to measure burnout and provides a suitable starting point to evaluate burnout (Greenglass, Burke and Fiksenbaum, 2001), the MBI has been criticised. Maslach’s theory of MBI was based on studies within health care and is used to measure burnout in the human service profession such as teacher’s or the police force (Maslach,1982) and not for those in the private professional sector. Although it can be adopted to measure burnout for HR and other private sectors (Santos et al., 2015). Kristensen et al (2005), adapted the MBI theory for this purpose, creating the Copenhagen Burnout Inventory (CBI). CBI identified that unlike MBI, burnout consisted of three different factors, personal burnout, work-related burnout (WRB) and client related burnout. 
Both MBI and CBI measurements are relatable in a HR context during COVID-19. MM’s HR team have experienced EE throughout COVID-19, often working long hours to meet workload deadlines, increasing WRB due to raised expectations and responsibilities. 
[bookmark: _Toc102427743][bookmark: _Hlk100690877]2.3 The impact of Burnout within the HR department 
[bookmark: _Hlk102341969]COVID-19 has had an impact on HR departments burnout levels, by the increasing HR responsibility. Greedy (2021) reports that 40% of HR professionals felt they were not equipped to handle the requirement of their roles during COVID-19. The continuous shifting challenges of the pandemic resulted in HR teams experiencing significant WRB, with 71% of HR leaders stating that 2020 was the most stressful year in their careers (Carney, 2020; Weeks, 2020; Gamber, 2020). 
[bookmark: _Hlk102325874]During COVID-19, the HR department had to underpin change within businesses using strategic leadership approaches (Paauwe and Boselie, 2005). Based on Durkheim (1969) and Mead (1923) studies of micro and macro social processes (Figure 1) demonstrates contributing factors to HR burnout. As COVID-19 migrated into society, this became a macro-objective and macro-subjective external driver within MM, effecting working practices and business norms. As a response to COVID-19, this influenced the micro-subjective behaviours of MM and the CEO implemented timesheets to track employee’s productivity and timekeeping. This demonstrated a lack of trust within MM towards its employees and influenced micro-subjective perceptions towards MM.  
[image: image]

[bookmark: _Toc102427777]Figure 1: Levels of Analysis Micro and Macro Factors (Social Science, 2018)
Implementing these approaches affected employee engagement, leading to resistance and workplace conflict, as identified in research by Shields (2021) and Rose (2021), who indicated that trust has an impact on employee engagement.  As MM’s HR team were prioritising the business functionality, daily HR tasks such as administration were disregarded. This affected HR credibility as employment information was spread over multiple spreadsheets or information was mishandled (Russell and Weeks, 2019). The HR team also lacked a HR system, this resulted in generation of reports becoming time consuming, adding to elevated workload pressure. Additionally, as shown in appendix 1, HR also experienced other workload pressures during the pandemic such as preparing for Brexit and IR45, creating additional WRB for the HR department (Aboudouh, 2020). 
[bookmark: _Hlk100694360]Sickness levels did not increase within MM’s HR department, as HR felt too overwhelmed to have time off, the average working day increased to 11.75 compared to 8.5 hours before the pandemic (Appendix 2). Additionally, the turnover within the HR department increased to 37.5% within 12 months of the pandemic starting, analysis from exit interview show these decisions were due to increased workload and pressure due to the pandemic and leadership within the team (Mayer, 2022).
consequently, this had led to additional costs to the business. According to Issott (2017), it costs a business £53,000.00 per new hire based on an average salary of £27,000.00. As MM have lost 3 employees within the HR team, all of which were of management positions, this average recruitment cost will increase. COVID-19 has also led to tight labour markets, resulting in candidates expecting higher wages. CIPD (2021b) reports private sectors have increased wages by 2.5%, and improved benefits packages (Taylor, 2021), this has led to candidates in HR positions demanding increased wages, adding to the businesses general salary overheads and cash flow. 
[bookmark: _Toc102427744][bookmark: _Hlk100690887][bookmark: _Hlk100660377]2.4 Lack of Implemented support for HR 
During COVID-19 the HR department were expected to implement fast changing policies and strategies to continue the operations of MM, in accordance with government ruling. MM viewed these increased responsibilities and workload as a HR duty and therefore burnout wasn’t recognised within the HR team, and consequently resources or support were not provided. Kelly (2022) reports that during this period, HR were unable to evaluate their own burnout levels or wellbeing concerns due to time constraints and lack of reflection (Fischbach, 2003; Poynter, 2002). 
Although studies have demonstrated that HR departments were overworked during COVID-19, by working additional hours and discounting their regular duties, they still face criticism from employees, stating that HR was not proactive enough during the pandemic and needed to do more in support of employees experiencing higher levels of depression and anxiety (Syed, 2020). 
[bookmark: _Hlk102342013]Studies by Arnold (2021) show that the HR sector currently rank third in absenteeism associated to stress related sickness, increasing to 70% per HR professional. Additional research provided by Muller-Heyndyk (2018), presented that during COVID-19 30% of HR professionals were absent from work due to pressurised workloads, with many HR professionals developing unhealthy coping mechanisms, such as excessive drinking and unhealthy eating habits (Webber, 2020; Lin et al, 2013).  
[bookmark: _Toc102427745]2.5 What can businesses implement to alleviate HR pressure 
One form of support provided to the HR community is blogs and wellbeing websites (Zapien, 2020; Ciccarelli, 2021). However, these only provide self-care suggestions and don’t address the real issues HR professionals are facing. Nobes (2020) states that employees have felt underappreciated during the pandemic, and one in five HR professionals do not feel valued by their business’ (Palmer, 2019). 
[bookmark: _Hlk102321499]An identifying factor towards the pressures within MM was resistance from employees due to the policies and timesheets that were enforced whilst working from home. According to Morree (2021) business should have adapted a trusting approach towards employees during COVID-19 and provide a transparent approach to avoid micromanagement approaches (Morree, 2020; Pulley, 2021). Examples of this can be found at the Canadian federal government and Severn Trent (Powell, 2022) who communicated at the start of the pandemic that employees should focus on their wellbeing and team performance would not be measured the same way, taking a caring and trusting approach, allowing autonomy and developing trust. 
To alleviate the HR pressure within the business, People Strategy (2020) and Varn (2021) suggest by decreasing HR burnout, businesses need to address the lack of resources within the department, implement advanced HR systems to help increase productivity, encourage work boundaries, build resilience and encourage usage of EAP programs. (HiBob, n.d.). 
MM are encouraged to implement a revised reward and recognition strategy, (CIPD, 2021a), that are inclusive of the HR function (Whitehouse, 2020), as MM’s HR are often excluded from these strategies and not recognised for their efforts.  
[bookmark: _Toc102427746]2.6 Summary 
In summary, by using Maslach’s definition to identify Burnout, MM can measure the burnout levels of the HR department in relation to emotional exhaustion, and workload burnout explained by CBI. 
MM can recognise that COVID-19 has had an impact on the micro and macro social norms. As forementioned COVID-19 led to unorthodox practices being implemented into MM such as timesheets and this led to a distrust within the business, leading to increased pressure and resistance towards the HR team. 
MM has failed to recognise the workload increase of the HR department during this time and had not implemented practices to support the HR team. As a result, this caused disruption within the business and increased the turnover of the HR department by 37.5%. 
To increase the level of support as shown by Canadian federal government and Severn Trent, MM need to take their level of best practice and transparency into account, and therefore implement extra support and improve workforce culture to alleviate HR workload and burnout. 








[bookmark: _Toc102427747][bookmark: _Hlk101623704][bookmark: _Hlk102081231]3. Methodology 
The following chapters seeks to outline the project’s methodology. Including the following: research rationale, research design, philosophical underpinnings, sampling and participants, data collection methods, reflexivity, ethical and methodological considerations and analytical method. 
[bookmark: _Toc102427748]3.1 Research Design and Philosophical Underpinnings
The aim of this research is to explore HR professional’s experiences of burnout throughout COVID-19. A qualitative research design was implemented, due to ability to collect in-depth data surrounding a particular phenomenon and ultimately an understanding of experience (Sanders, Cogin and Bainbridge, 2014) and how sense can be made from, events, like COVID-19 (Willig, 2013). This research was considered qualitative for a multitude of reasons; the research was not aiming to determine cause-effect factors, rather to explore the participant’s experiences and how they made sense of burnout throughout COVID-19. Therefore, the research was inductive. 
To understand the researcher’s contribution to the research, one must understand the researcher’s positionality. With reference to Saunder’s (2007) Research Onion (figure 2), this research will take a critical realist perspective (Bhasker, 1978). This was established using a HARP analysis (Saunders, Lewis and Thornhill, 2019). A critical realist perspective has realist ontology and relativist epistemology (Fleetwood, 2005). This means, whilst there is no determinable objective truth, individuals formulate a construction of reality, relative to their experiences of a phenomenon (Reed, 2005). The use of critical realism allows HR professionals’ accounts of burnout during COVID-19 to be acknowledged, ultimately creating a concise, comprehensive exploration into how HR professionals make sense of burnout, particularly during COVID-19.  

[image: Understanding the Research Onion | Writing Guides | 15 Writers]
[bookmark: _Toc102427778]Figure 2: The Research Onion (Saunders, Lewis and Thornhill, 2007)
[bookmark: _Toc102427749]3.2 Sampling and Participants
This research used non-probability convenience sampling (Greener, 2008) to select participants from MM’s HR department. Due to the nature of the research question, sample participants were chosen owing to accessibility and convenience (Bell, Bryman and Harley, 2019, Qualtrics, n.d.). The sample size was specific to the amount of team members within the HR department. Although this may affect generalisability due to its size, it still allows the researcher to explore burnout during COVID-19, as per the research question. Though this sampling method has been criticised for endangering the validity and generalisability of its findings (Hooghe et al, 2010), as this is a qualitative piece, this is not of particular concern.  
As the research relates to HR, all participants were from this department, including new employees and leavers. The sample consisted of seven participants; however, one HR professional withdrew their consent to be interviewed as they did not want to continue to participate in the research. Therefore, six participants were interview through semi-structured interviews. 
The participants were predominantly female, consisting of five females and one male and ages ranged from 40 to 62 years old, all of white ethnicity backgrounds. All names have been changed due to The Data Protection Act (2018). Further sociodemographic information is displayed in Table 1 below. 
[bookmark: _Toc102427773]Table 1: Interview Participant Details
	Participant Number/ 
	Gender
	Age
	Length of HR Career/ Current Position


	1 (P1)
	Female 
	50
	17 years, HR Manager

	2 (P2)
	Female 
	40
	15 years, HR Manager

	3 (P3)
	Female
	52
	9 years, HR Assistant

	4 (P4)
	Female 
	54
	9 years, Business Manager/ Director 

	5 (P5)
	Female 
	49
	22 years, Head of HR

	6 (P6)
	Male 
	62
	24 years, Commercial Employment Law Consultant. 



[bookmark: _Toc102427750]3.3 Data Collection Methods 
As the research will take an inductive approach, the collection method for the primary research will be semi-structured interviews, following the consideration of other data collection methods below (Table 2). Semi-structured interviews were considered the best method to collect in-depth qualitative data, as it allows prompts to ensure interviews remain focused. One-to-one interviews allowed participants to speak freely about their personal experiences during COVID-19.
As the research was conducted during COVID-19 and participants were based in other geographical sites, interviews were conducted online via Microsoft Teams. Questions asked to participants were influenced by MBI and CBI measurements of burnout demonstrated in appendix 3. 
[bookmark: _Toc84197462][bookmark: _Toc102427774]Table 2 – Compare and contrasting of data collection methods
	Method
	Advantages
	Disadvantages

	Questionnaires/ Surveys 
	This method proves economical and cost effective, by saving time and providing surveys on free platforms. Questionnaires can also allow the researcher to access a larger participation group whilst maintaining anonymity. This technique is considered the easiest method to collect data.  
(Choudhury, 2015)

	Although this method allows the researcher to access larger participant groups, the detail gained from the questionnaire can be limited. Also, a lack of personal contact with participants can generate a poor response if not communicated effectively. 
(Choudhury, 2015)

	Face-to-face/virtual Interviews 
	Allows a degree of flexibility to the researcher. Interviews also gain a better response rate as good rapport is established and allows the researcher to gain in-depth content regarding the research topic. (Opdenakker, 2006). 
	This data collection method can be time consuming and costly, dependant on the contents provided, The interviewer can also cause bias within the sample and provide less anonymity for the participants. (Sociology Group, 2019)


	Observations 
	Provide accurate information from the participants and less intervention is needed from the interviewer. This method is also cost effective as it does not require any undue preparation from participants. 
(Prasanna, 2022)
	This method can be time consuming as the researcher requires hours of observations to develop results and analysis. Background contents from the participants will also remain unknown, which can provide content to decisions made by the participant. 

	Focus Groups 
	This method allows the researcher to save time, rather than individual interviews this method can provide an open discussion within one focus group. (Acocella, 2011) 
	Participants can potentially feel intimidated or not able to speak freely about their opinions due to social norms or peer pressure. It can also create a “groupthink” scenario, providing dishonest responses (Boateng, 2012).




[bookmark: _Toc102427751]3.4 Ethical and Methodological Considerations
This section will consider the ethical consideration, reliability, validity and research limitations within this research report. 
[bookmark: _Toc102427752]3.4.1 Bias and Ethical Considerations
Due to the research positionality adopted, reflexivity became a major component as axiological perspectives determine the researcher to be a valued part of the process (Saunders, 2009). Reflexivity was explored in numerous ways to remove my own preconceived biases, as a HR professional, within the internal HR team. I found burnout to be a major part of my experience working throughout COVID-19, thus, I wanted to see if others felt the same way. Due to my own preconceived notions, I interviewed myself to understand my own position on the subject as well as keeping a research diary. This was to ensure any researcher biases were removed from the analysis and report. 
Ethical concerns are inevitable (Sanjari et al., 2014), therefore it was important to follow ethical behavioural standards set by UWTSD (2020). This guides researcher conducts by taking a deontological ethical view. Thus, the following ethical principles were considered:  
· Consent was gained using informed consent forms and participation information sheet, prior to interview (shown in appendix 4 and 5). 

· Participants were made aware of their right to withdraw consent at any point up until two weeks following the interview. 

· Data collected will remain confidential, Participants can request a summarised revision of the report. All names and identifying information will be redacted ensuring anonymity. 

· During interviews, there is potential for safeguarding risk and emotional distress due to burnout discussion, thus, debrief forms (appendix 6) will be administered, post-interview to account for this. These forms will signpost participants to support networks to alleviate potential issues, during or after interview.
[bookmark: _Toc102427753][bookmark: _Hlk101901124]3.4.2 Reliability and Validity
Noble and Smith (2015) debate tests to measure the validity and reliability in quantitative research cannot be utilised for qualitative research (Long and Johnson, 2000), instead qualitative research should aim to include methodological strategies to ensure trustworthiness to the findings, such as accounting for bias, keep records and demonstrate clarity during data analysis (Morse et al, 2002; Slevin and Sines, 1999). It has also been criticised that reliability and validity lack justification and transparency within its analytic process (Sandelowski,1993; Rolfe, 2006). 
[bookmark: _Toc102427754][bookmark: _Hlk101909615]3.4.3. Research limitations 
Throughout the research there were inevitable risks experienced, which could have potentially impacted research outcomes. 
· Timings: This study took place during the summer of 2021, during COVID-19. As HR professionals were still undertaking a larger workload and experiencing resistance, it did not allow the HR team to reflect on their feelings until the interview, however if this study was conducted again, it may show more information that contributed to burnout. 

· Familiarity: As a member of the HR team, I was familiar with participants. Although this may have caused potential bias and influence during the interview. However, the familiarity and rapport with participants allowed in-depth exploratory content. 

· Sample Size: Although the sample size of this research consisted of a small participant pool, a larger scale research report may provide more themes relating to HR burnout during COVID-19. 



[bookmark: _Toc102427755]3.5 Analytical Method
This section of the research report identifies and explains how data collected through the semi-structured interviews will be analysed and presented. 
Interviews conducted were recorded and transcribed through transcription software by Microsoft teams and Otter. Once transcribed the researcher manually reviewed the interview recordings to check for errors of speech within the interviews.  
As the data collected will be qualitative verbal data the most effective analytical method to evaluate the information will be thematic analysis (TA). TA, described by Braun and Clarke (2006) is the foundational method of qualitative analysis and provides a systemic flexible approach to comprehend extensive data, providing thematic descriptions to draw evidence-based conclusions. 
According to Braun and Clarke (2013) TA involves six phases as presented in table 3 below. 
[bookmark: _Toc102427775]Table 3: Six Phases of Thematic Analysis (Braun and Clarke, 2013)
	Phase 
	Description 

	Familiarising Data 
	The researcher must become familiar with their data. By reading transcriptions and listening to audio, the researcher must note identifying factors. 

	Coding 
	By reviewing the data, the researcher must generate coding for identifying features in reliance to the research question. 

	Searching for themes 
	Themes are immediately recognised to the researcher. All codes collate with identified themes.

	Reviewing themes 
	Reviewing themes involves checking which themes are relevant to the research and if they reflect the research question.

	Defining and naming themes
	This enables the researcher to write a detailed analysis of each theme such as what does the research convey and identify. 

	Writing up 
	The researcher must link the data collected and literature review together. 



Data collected during the interviews, codes and existing themes are outlined in chapter 4 of this research report. 
















[bookmark: _Toc102427756]4. Analysis 
The following section presents themes derived in a diagrammatical representation and findings emerging from data collected. 
Braun and Clarke’s (2006; 2013) six stage TA was used to analyse data collected from interviews. All steps proposed were utilised within this analysis. 
The following diagrammatical representation (figure 3) illustrates all a priori themes and sub-themes derived from analysis. Due to word constraints, the master theme ‘Burnout’, and its sub-themes will be presented in the report write-up. 















[bookmark: _Toc102427779]Figure 3: Diagrammatical Representation of Themes

[bookmark: _Toc102427757]4.1 Burnout 
Due to literature surrounding this report, ‘Burnout’ emerged as an a priori theme. Burnout within literature is defined as a state of long-term emotional and physical exhaustion because of prolonged stress at work, presenting as lack of concentration, fatigue and depersonalisation. Within data, this was considerably prevalent. The identified sub-themes of ‘Burnout’ were ‘Emotional and Physical Exhaustion’ (EPE), ‘Reward and Recognition’ (RR), ‘Exacerbated Workload’ (EWL) and ‘Work-life Balance’ (WLB) (figure 3). 
[bookmark: _Toc102427758]4.2 Emotional and Physical Exhaustion (EPE) 
EPE was a sub-theme identified throughout all datasets. COVID-19 contributed to emotional and physical exhaustion participants experienced from increased expectations, workload and pressure from MM. Participant 1 (P1) describes these factors making her feel continuously alert.
You're so busy trying, trying to keep on top of everything, it's only then when you kind of sit back, you think I need some support now. That was difficult. I think while you're busy while you're trying to, you know, protect the business and keep it functioning. You’re kinda on autopilot. 
I'd say my alcohol content might I started drinking on a Friday evening I get home from work and I'd be so wired, that I couldn't, I couldn't bring myself back down. Friday I struggled, you know, could be one, two o'clock on Saturday morning, and I can still feel like I've been out all night or something
P1 describes workload quantities and changing responsibilities made her feel on edge, creating difficulty when attempting to relax at the end of the working week. She relied on consuming alcohol for relaxation; eventually, she had to rely on this coping mechanism to detach from work. This mimics the literature whereby, HR professionals developed unhealthy coping mechanisms, like excessive drinking and unhealthy eating habits (Webber, 2020; Lin et al, 2013), which has been exacerbated by COVID-19.  This was furthered by Participant 2 (P2). 
I put on a lot of weight you can put back down 'cause I've definitely Uh, and I was probably drinking more. […]. So when I was tired I was stressed out constantly in my fridge, constantly in my fridge, and so like if any bad call with somebody or even just if I was doing something mundane.
P2 also describes her need to consume more alcohol and food. However, differing from P1, her experiences of a conflict with an employee or a mundane task led to using coping mechanisms. She relates to feeling stressed out constantly throughout work, creating a need for another outlet of emotion. Others, like participant 5 (P5), described other psychological effects because of EPE from experiencing undue pressure.   
I physically pull my hair out in the evenings, you know I'm stressed, and that's why they're shorter just now, just because I've been doing that for the last year […} There was a drama on most days, so by the end of the day I was just absolutely depleted and upset […] Yeah, I'm frustrated, anger, I'm burnt out…
P5 describes, as a result of workplace conflicts experienced from employees and directors in the last year, feeling depleted and upset most days. As an effect from EPE, this led her to start physically pulling out her hair, showing symptoms of trichotillomania, due to extreme stress and anxiety. She discusses how the depletion caused her to feel ‘burnt out’. Participant 3 (P3) displayed EPE through frustration towards others:
Lots of people have lots of gripes, shall we say? And I just feel like sometimes all those gripes seemed to be taken out on me […] So yeah, but I mean it's been the same for all of us though. Hasn't it with that?
…people just sort of presume that you know new rule or regulations has been thought up by me, 'cause I've got nothing better to do…
P3 discusses policies enforced by the HR department; employees took their frustrations out on her, as if she was responsible for the development and implementation of these. This emerges within literature relating to studies of micro and macro social processes model (Durkheim; 1969; Mead, 1923). MM implemented working practices which employees resisted as it indicated lack of trust towards employees. This influenced micro-subjective perceptions of employees towards HR departments, showing resistance to working practices and HR operations. Therefore, employees vented frustration towards P3, resulting in her developing EPE and reciprocated frustration. P2 described her EPE after finishing work:
I always felt really tired, and I very often felt like I needed a nap at the end of the day […] I probably felt like I needed a nap at the end of the day, so get over it. but I felt more tired during that period than I've probably ever felt in my whole career […] I actually considered leaving at HR Career […] yeah, I fell out of love with HR for a while.
[bookmark: _Hlk102334831]P2 shows signs of extreme stress following a working day. She even contemplates leaving HR altogether due to exhaustion from working additional hours to alleviate workload pressures. She explains how exhaustion meant she had fallen ‘out of love with HR’. Prior to this experience, she had enjoyed her position, yet the increasing pressure meant she was no longer able to enjoy her job. This mirrors the work of Gigauri (2020) and Ladika (2022), who stated that HR professionals are now experiencing workplace burnout due to the evolving higher expectations. 
All six participants displayed EPE symptoms; P1, P2 and P3 developed physical and psychological signs of burnout and stress and consequently, unhealthy coping mechanisms. P2 felt unable to continue in her position, despite prior adoration, due to exhaustion felt. EPE and employee resistance contributed to P3’s disengagement during strategy implementation.  This highlights the need to reduce workload within the HR team, with the business reviewing employee wellbeing before implementing further strategies. For example, the implementation of timesheets caused extreme resistance towards the HR team as it demonstrates a lack of trust within MM. 
[bookmark: _Toc102427759]4.2 Exacerbated Workload (EW)
[bookmark: _Hlk102334857]EW was another sub-theme identified within data, attributing to Burnout. As COVID-19 transmitted throughout the UK, increased expectations were forced upon HR by MM leaders, relying on them to develop new policies ensuring MM continues to function throughout lockdown. This intensified the HR team’s workload whist expecting maintenance of current workload. This was demonstrated in P2 and P5’s statements: 
…we had all the legislative changes which we had to keep on top of. It wasn't just like this is happening, we need to implement this policy and procedure in these safety measures. It was constantly changing. Can't seem to keep an eye on it there.
…there was always lots of changes that you just had to adapt to quickly, and then the furlough process as well. Arguments repeat all because they weren't understanding the legislation properly Now that you know it's very intense in the work required
They both describe myriads of changes throughout COVID-19. P2 explains, due to rapidly changing Government legislation, it was impossible to keep up with workloads. P5 found difficulties applying changes into practice quickly. Additionally, she stresses employees were not understanding of new policy enforcement, adding to P5’s workload. Employees showed resistance or did not follow new rules.  All participants elaborated to maintain their workload, they had to work additional hours, as shown in P4 and P6: 
P4: You may think well what did you do at weekends and well, I just tended to work on a Saturday or a Sunday, I'd probably work, had tried to make tried to force myself to have Saturday off. But of course, there was a limited amount you could do to try and de stress and wind down and relax, because you couldn't go anywhere.
P6: You see, because of the timesheet reporting, and the furlough payments, etc, like you say that was extra workload. I did find one I've got home, I turn on my laptop again and start doing other stuff. Maybe the weekly wages, maybe annual returns stuff that I just couldn't fit into the working day.
Both participants 4 and 6 felt they had to work longer hours to meet workload deadlines. This work consisted of their usually daily HR responsibilities instead of project work. Although P4 expresses he would work during weekends, because there were limited activities for him to relax from work and therefore continued to work. P1 describes how her workload was exacerbated due to COVID-19. 
…you're carrying stuff over a one week, two weeks, three weeks. And, you know you've bought in your list at the end of the day or first thing in the morning on there again. So it's that constant feeling of almost suffocating sometimes […] Oh, definitely, yes. is completely different to what we do. and lack of HR system doesn't help us so our role is really manual here.
P1 expresses she found it impossible to meet her workload demand and continuously must delay her work, which at times felt “suffocating” as if she were drowning in work. She also mentions that the lack of a HR system means the work is very manual, implying the work would have decreased if an intuitive HR system was implemented. P5 also makes similar statements, agreeing she felt continuous pressure with amount of work, however this led to her feeling resentful towards her colleagues. 
it made me angry because the you know as I said the first six weeks, I was working non stop, I couldn't even been out in the car. You know it was just constant constant constant, just to make sure that off your operation was running, and we were able to mobilise people. So yeah, that that really made me angry and started to resent people in the team, and it made me want to stop going into the office.
P5 expresses that she became resentful of her colleagues, and she perceives that she was the only person working under pressure. She describes that she constantly worked to the point that she could not go out of her house because of the amount of workload. As her colleagues didn’t understand her workload, they also expected her to continue with her normal day-to-day duties, which made her become resentful towards others due to their lack of understanding. P2 also discusses similar behaviours, her perceptions led to her feeling a lack of PA and DP as we see in Maslach theory of burnout (MBI). 
Just expected to do, but now they're start criticism of like new people walking in why you got so much paperwork wise on this up today. Why haven't you done that? Because we were doing all of these other things. So rather than even being appreciated for what we've done, and we've been criticised for, we didn't do. Which is really unfair. […] , it actually made me feel really bad about myself. It made me feel that I wasn't doing a good enough job and which made me feel like punch in the chest, but I constantly felt like I wasn't doing a good enough job. feeling like I had a lot of criticism. 
P2 expresses due to the continuous push back of daily tasks, colleagues would start to make criticising comments towards her workload which caused her duress. This continuation of criticism made P2 feel that she was inadequate for her role and developed a lack of personal accomplishment. 
As shown within the data, all participants demonstrate their need to work additional hours to meet workload deadlines as P1 describes at time she felt that she was suffocating in work. By doing this, participants developed workplace burnout and additionally started to feel resentment towards their colleagues for their lack of understanding and criticisms, which also led to participants feeling upset and displaying a lack of PA and DP, in which these behaviours are also displayed in MBI. This highlights the need to reduce workload within the HR team by for example implementing a HR system to reduce manual work. 
[bookmark: _Toc102427760]4.3 Reward and Recognition (RR)
Identified within the data that attributed to burnout was RR. As workload and expectations increased, HR felt that they were under appreciated, unrecognised and not rewarded fairly their increased efforts. As show in P2’s statement.
We're expected to get on with it. Have all the answers, were expected to cope. We're expecting to look after everyone else, were expected to see issues that other people don't see. We're expected to just deal with them, but at the same time, nobody really understands what we do, and it's just seen as something that will that we should just get on with, UM. But there isn't any appreciation for it, you know
P2 felt that HR were expected to look after the business and everyone else’s wellbeing, whilst continuing with her own daily role, however she perceived that her colleagues did not understand her role and there was no appreciation for her efforts. She expressed that there was no support, and they were expected to “get on with it” without complaint, P2 further expresses this in her statement.  
When you fall behind another where there will be no, that'll be a total lack of understanding for that, and a lack of appreciation that you did all these other things […] But I felt like the whole COVID period. It did just feel like a massive slap in the face to be honest. And I didn't realize I felt that resentful about it, but it just felt like we just kept going kept going, kept going and nobody really appreciated it.
P2 felt the absence of appreciation for her role derived for the lack of her colleagues understanding. After all the additional efforts she provided to MM by working longer hours and sacrificing her family time, she did not receive any appreciation, becoming resentful towards colleagues. P6 also showed the same outlook in his statement 
that was the highest increase expectation, of being able to give timely advice in the correct manner, in an ever changing, playing field, a furlough. […] clients, for the most part yes, colleagues, not apparent, if it was,
He describes that although he received some appreciation from his clients, he did not receive any appreciation from his colleagues although expectations were heightened. P4 also felt very unrewarded for her efforts by being declined a pay raise. 
I did a massive job […] And I asked Greg for an extra 4k a year pay raise, he said no. Fine I can resign as a director if you want but nobody else will do it. Sophie whose Greg's PA got to 6k pay rise to she's just below me. She's got no responsibility. 
P4 explains that after several attempts of asking for a pay raise from the CEO, they were declined. She further describes that she feels unfairly treated and unrewarded for her role compared to others within MM as they’ve automatically had their salaries increased despite their lack of responsibility.  
Although participants agreed that they felt underappreciated and unrewarded within their roles, most of the HR team felt that their function and views were taken more seriously during COVID-19, as shown in P1’s statement. 
HR is taken more seriously, because they've done so much. I wouldn’t to say that for every business, but I think we rely upon more so I think the tide has changed change that I wouldn't say that's in every business, but I think that's what I've seen. I think there's more respect for HR actually
P1 describes that since COVID-19 she feels that there is more respect for HR opinions in operational decision making and therefor the HR function has been taken more seriously. 
On the whole, demonstrated that they felt undervalued throughout COVID-19 as shown in P2 and P6’s statements. Participants feel that they have sacrificed their work-life balance and family life to keep MM’s business functioning, however participants have felt unrewarded for their effort after several attempts of requesting salary increases as stated by P4. This lack of appreciation form MM has resulted in the turnover within the HR team increasing by 37.5% in the first 12 months of the pandemic.
[bookmark: _Toc102427761]4.5 Review of Findings
From the analysis of findings, its clear that HR are suffering burnout due to several attributing factors. Most participants indicated they developed unhealthy coping mechanisms because of EPE. Workload was increased significantly, often becoming unmanageable due to a lack of resource within the team. This unmanageable amount of work and implementation of policies led to employee resistance towards all participants attributing to the stress and burnout levels of the HR team due to the lack of trust surrounding them. All participants also felt unappreciated for their efforts of the pandemic. 






[bookmark: _Toc102427762]Conclusion 
In conclusion, the rationale for this report was to critically analyse the HR department during COVID-19 with focus on burnout. Due to the impact of COVID-19, MM had to enforce new working practices to keep the business operational relying on HR to provide advice and implement strategies to keep the business operational.
As COVID-19 provided uncertainty, it demanded additional duties from already overloaded HR members. As a HR personnel that experienced burnout, my particular interest in this research is to explore HR department’s experiences of burnout and highlight the support needed to reduce the HR burnout within MM.
The literature review provided an in-depth analysis of secondary research relating to HR burnout. It focused on several factors that attributed to HR burnout and provided a critical analysis of the lack of support that was provided to HR and what MM could have implemented to mitigate the risks.
When the pandemic started, HR already were already under continuous pressure from internal restructures, however as the PESTLE analysis (appendix 1) shows during the pandemic HR responsibility increased significantly as studies supported by Harbert (2021) and Brower (2020). 
Using Durkheim (1969) and Mead (1923) model of social processes, to evaluate the impact that COVID-19 has had on the micro and macro social norms within MM, it demonstrated that due to unorthodox practices requested by the CEO and implemented by the HR team, this led to a distrust within the business, leading to increased pressure and resistance towards the HR team.
MM must recognise increasing responsibilities of the HR department, as failing to implement support for HR staff resulted in an increased turnover in the HR department of 37.5%. 
To increase the level of support as show by Canadian federal government and Severn Trent, MM need to take their level of best practice and transparency into account, and therefore implement extra support and improve workforce culture to alleviate HR workload and burnout. 
By using MBI and CBI models to measure the burnout levels of the HR department in relation to emotional exhaustion, and workload burnout. 
The methodology established that the report would use TA to analysis qualitative data collected through semi-structured interviews. 
From the analysis, it is clear HR are burnt out due to attributing factors. All participants showed that they developed unhealthy coping mechanisms because of EPE. Workload was increased significantly and without the resource of a HR system, has become unmanageable. Resistance towards HR working practices were attributing to the stress and burnout levels of the HR team due to the lack of trust surrounding them. 
All participants also felt unappreciated for their efforts of the pandemic. With most being refused pay increases, this raised HR turnover by 37.5%.
Through the primary and secondary research collected, recommendations can be formulated to future proof the HR department in future crisis and therefore mitigate the risk of HR burnout. 
[bookmark: _Toc102427763]Recommendations 
From the analysis, the main issues HR staff face are rooted in the workload and failing relationships with staff. To combat this, the following recommendations were considered to reduce burnout and future proof the HR department.
[bookmark: _Toc102427764]Recommendation 1: Implement a HR system 
HR experienced a significant workload increase as shown in Appendix 1 and 2. As discuss in interviews, the HR department did not have a HR system which meant all work was manual and information was difficult to locate as lack of access and mishandled data was prevalent throughout COVID-19. 
By implementing a HR system this could have prevented an increase of workload and allowed employees access to there data, allowing the opportunity to update information and increase effective communications throughout MM (St-Jean, 2020; Holliday, 2021). This would decrease workload and alleviate stress within the team (Hamouche, 2021; CIPD, 2021c). 
If MM continues to operate within a HR system this will only increase HR’s workload, potentially risking heightened HR absenteeism and turnover (Arnold, 2021; Muller-Heyndyk, 2018). 
The HR system integration period could take anywhere from 4 weeks to 8 weeks and costing will depend on the type of program HR utilises (Table 4). However, compared to the cost of recruiting extra headcount for HR, implementation of a HR system is cost effective and will improve efficiency (Issott, 2017). 
[bookmark: _Toc102427776]Table 4: Breakdown of HR systems and Extra Headcount
	HR System / Additional headcount
	Purpose 
	Integration Time 
	Cost

	BreatheHR
	Focused on data storage and generation of basic reports 
	4 weeks
	£217.00 per month

	Personio 
	Uses information and data to generate HR focused reporting 
	5 weeks 
	£832.50 per month 

	HiBob
	focuses on employee engagement through data imputed by employees 
	5 weeks 
	£1920.00 per month 

	Additional headcount
	Recruit an additional HR resource for 3 days per week based on an annual salary of £20,000
	Time for inductions and integrate within the role (Three to six months)
	£27,287.00 per year





[bookmark: _Toc102427765]Recommendation 2: Reducing Resistance By Building Trust. 

Another factor attributing to HR burnout as stated within the analysis was resistance from employees due to strategies that the HR team implemented under CEO instructions, relating to timesheets. 
This resulted in a breakdown of trust and communication between HR and staff and negatively impacted the workflow of both parties.
To alleviate resistance, HR must rebuild relationships they have with employees to reduce conflict and create an improved workplace culture and rebuild trust (Ladika, 2021). 
To rebuild trust, HR need to self-reflect and change their leadership styles to address resistance (Russell, 2013). Cooper (2018) states that in times of rapid change, leadership styles need to change with them.
In a VUCA environment, HR should adopt a trustworthy leadership approach, promoting transparency and empathy, to encourage employees to open communication with leaders (Ouslis, 2018; Kerrissey and Edmondson, 2020; Deloitte, 2020).
HR need to develop an employee engagement strategy to understand and plan what and how they rebuild trust within MM. Penny (2021) states that to build business resilience and trust MM must put their employees needs first. CIPD (2012) also continues that HR’s function to build trust is to become “insight driven” not only considering business demands but listening and acting on employees needs. Additionally, Morree (2021) describes that MM should have adapted a trusting approach during COVID-19 towards its employees, and this is a time to adapt a full transparency approach with employees to avoid micromanagement approaches (Morree, 2020; Pulley, 2021), examples seen from Canadian federal government and Severn Trent (Powell, 2022) taking caring and trusting approaches, allowing autonomy and developing trust (Posner, 2020). 
Adopting these practises is a long-term solution where indirect costs such as work hours through orientation and productivity will suffer initially.
However, failing to implement these changes will increase the risk of staff turnover, productivity and company reputation (Dolan, 2019; University of Oxford, 2016). 
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	Factors 
	External Factors 
	Effect on MM and HR 
	Importance

	Political 
	COVID-19







Brexit 










Political Power 








Sponsorship visas

	Government enforcement of a national lockdown meant that new policies and procedures had to be implemented for health and safety on site and working from home. HR had to implement these strategies. 


Although delayed by COVID-19, businesses had to prepare strategies for the impact of Brexit. Although administrative, HR had to conduct training of the settlement scheme and obtain employee status including share codes. This also had an impact on recruitment. 



Although the conservative government enforce the public local down, the Welsh labour party enforced its own restrictions during COVID-19. This also effected employment rights regulations, labour force, taxation and national living wage. 




[bookmark: _Toc99557973]Following Brexit, recruiting from outside of the UK became difficult based on the new immigration and visa requirements. HR had to learn and evaluate the need for this. 
	High 

	Economic 
	Recession








COVID-19/Furlough 




	Month’s into COVID-19 the Bank of England announced a UK recession. As a result, businesses made redundancies as did MM. As the business carried out the restructure, HR also had to be involved in this, advising through the process, conducting conversations and preparing paperwork. 

MM has to consider closure of the business for health and safety concerns. The furlough scheme was also implemented and those considered high risk were placed on furlough if they could not work from home. 
	Very High 

	Social 
	COVID-19









Working from home 









Health and Safety/ COVID-19 Regulations

	Lockdowns have caused employees to work in isolations for over 18 months which has impacted employee mental health, raising absenteeism and workplace conflict. HR had to develop strategy to support employees and increase communication. 



Working from home as agreed to be a short-term option within MM. As MM and its HR are implementing a return-to-work process, resistance for employees is increasing causing disruption to the business and increased flexible working requests, causing enhanced work for HR. 



Returning to work and decreased lockdown rulings from the government caused a spike in COVID-19 transmissions causing increased anxiety among employees.  
	High 

	Technological 
	Automation/ HR Systems 







COVID-19







Cyber-Security
	As HR did not have a HR system all work was manual, causing increased administration during COVID-19. A HR system is needed to lift manual processes for HR. 




MM systems are outdated and unable to meet demands working from home, MM requires an update to its systems to become more automated for its’ employees to work with more efficiency.  


MM has experienced an increased number of cyber-hacking attempts and phishing emails have inundated the IT departments and left the business exposed. Two fraudulent invoices have passed through MM systems, resulting in a loss of £20,000.00 to the business. Investment in basic cyber-security management and upgraded systems are needed. 
	High and increasing 

	Legal 
	COVID-19 





Litigation 
	Changes to employment law, furlough scheme and lockdown regulations requires HR to implement these. 



An ET case in France has increased HR’s workload and demands. Other non-essential work was delayed and pushed back. 
	High

	Environmental 
	Ethically sources ingredients


Environmental concerns 
 
	As a consequence of Brexit, Sourcing product from the far east is no longer sustainable or cost effective. MM must review locally sourcing raw materials.  

Cost of laminate is no longer sustainable as the product packaging is non-recyclable. This could cause a negative brand image to its consumers reducing sales. 
	Medium
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Diagrammatical Representation of Themes


Burnout


Emotional Labour 


Masking Emotions 


Exacerbated Workload (EWL)  


Emotional and Physical Exhaustion (EPE)


Reward and Recognition  (RR)


Work Life Balance (WLB)


Leadership


Changes to Leadership Appoaches 


Lack of support


Increased Micro-management 


Masking Options


Average Working Hours for the HR department per Month 

Wales HR Team 	43862	43891	43922	43952	43983	44013	357.5	384.86	459.32	424.66	428.87	459.32	England HR Team 	43862	43891	43922	43952	43983	44013	234	255.5	328	349	334	332	Gibraltar HR Team 	43862	43891	43922	43952	43983	44013	335.83	335.83	442.5	443.2	382.45	352.95	Months 


Total hours worked per department
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Interview Questions     Script:      Before we start this interview :         This interview  will be record ed   and transcribed   for reporting purposes only      After this interview you do have the right to withdraw your participation at  any time   up to 2  weeks   following the interview and you will not be penalised for this      All   your data will remain confidential and through out   the research report  your name  will be c hanged to maintain your confidentiality.      Background :         Was HR your chosen career, if not how did you  end up  working  in HR ?       How have you found working in HR during Covid?       Do you  think your  HR position has changed during Covid?        Burnout :         How have you  found HR practices whilst working from home?      What difficulties have you experience d   whilst  working during Covid?       What major changes have you experienced in day - to - day HR operations during  Covid?       How do you feel  at the end of each working day?        How have you managed your workload during  covid?        What impact has the pandemic ha d   on   your work life balance.       How do you feel  your enthusiasm   has been  affected   due to  pandemic?        How has the pandemic  affected   your levels of job  satisfaction?        How have you felt leading the workforce through covid and its uncertainties?  And  what was expected   of you?       How do you feel emotionally  and mentally  in work ? And what coping mechanisms  have you used to support yourself?      How   you  feel supported   by your line manager/Company  through  the  Covid  pandemic, both  personally and professionally?  
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Participant Information Sheet

Title of Research Report

Critical analysis of the HR response during COVID-19 with a focus on burnout.

You are invited to participate in a research study focusing on critical analysis of the
HR departments response to Covid-19. Before you agree or disagree to take part in
the research study, please take some fime to read the below information sumounding
the background of the research being conducted. If you have any further questions
or require more information, please do not hesitate to contact me.

What is the purpose of this research?

This research will form part of my overall grade in my CIPD postgraduate degree in
the University of Wales Trinity Saint David. The objective for the research is to
critically analyse the impact of COVID-15 on the HR departments with a focus on
bumnout.

What do | have to do?

If you choose to participate in this research, you will first need to complete the
relevant consent form that has been sent with this document. Once completed,
please send the consent form back to me on

On receipt | will contact you to schedule a time and date for an interview.

Participation is voluntary, and you have the right to withdraw at any point, up until
two weeks following the interview.

Will my taking part in this research be kept confidential?

Yes. The interview response will be kept confidential, if a copy of the report is
requested a summary of the full report will be sent and all names and identifying
information will be redacted to keep anonymity. Additionally, your participant consent
form will be kept strictly confidential and will be destroyed after one year following
the completion of my research project. If you decide not to take part in the research,
you will not be penalised for this.

Safeguarding

During your interview we will be discussing the bumnout you have experienced in
work as a result of COVID-19. To further safeguard HR professionals that will be
participating in the research, | will send a debrief form after the interviews have taken
place, signposting you to support networks to alleviate any emotional distress
experienced during or after the interview.
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Contact information

Ifyou have any further questions or req formation regarding the contents

of this research, please contact me on

Thank you for taking the time to read this information and | hope to hear from you
so0n.

Yours sincerely,

Dionne Stacey
Researcher
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int Debrief Form

Critical Analysis of the HR Response during COVID-19 with a focus on
bumout.

Thank you for your time and participating in the above research.

This research was conducted to explore the experiences of HR professionals during
Covid-19. The research aims to evaluate the bumout that HR departments have
experienced whilst managing our business through COVID-19.

These findings will be included into a report as part of my postgraduate degree with
the University of Wales Triniy Saint David

s previously mentioned, any names or identifying factors will be removed from the
write up of the report. If a copy of the report is requested a summary of the ful report
will be sent and all names and identiying information will be redacted to keep
anonymity.

Ifyou change your mind about taking partin the interview, you can withdraw from
research at any point, up to two weeks after the inerview without providing reason

If at any point you have felt negatively affected by the research or by your position in
general, you can contact the following services to discuss any issues:

Anxiety UK CALM

Phone: 03444 775 774 Phone: 0800 58 58 58

Website: www.andetyuk org.uk Website: v thecalmzone. net
Mind cIPD

Phone: 0300 123 3393 Phone: 0800 917 6470

Website: wyw.mind org.uk Website: https://www.cipd.co.uk/
Community Mental Health (Gibraltar) Mental Health Liaison Team
Phone: 20042307 (Gibraltar)

Phone: 20078807

Please do not hesitate to iet in contact f you have any questions on




