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Chapter 1: Introduction
1.1  Background
[bookmark: _Int_3gFMzuhJ][bookmark: _Int_vwY91zvC]The retail industry in the UK has evolved over the last decade vastly. From what was face to face sales of goods and services has merged with online sales of goods and services. With the transformation of advance technology and the customer expectation and adaption from generation to generation has led to retail being delivered from multiple platforms. The blend of online and offline sales is available to the customer (McKinsey, 2022). This was extremely useful for both customers and organisations during the period of Covid 19 pandemic in 2020 when restrictions were put in place during lockdown. As restrictions were announced, stores were suddenly shut due to government guidelines, sales in store instantly declined. As the article by Khaliq (2021) confirms, retails sales decreased by 1.9% in comparison to the retail sales of 2019. This was an immensely negative impact on the retail industry. Organisations had the opportunity to expand their online platform and transform it by using modern technology to continue to trade during these unprecedented times and this is what allowed online sales to increase. The online retail sales increased by 46.1% in comparison to 2019 (Dalgleish, 2021). Furthermore, this situation added to the generation change and advance technology, customers behaviours changed too as they found the online shopping much more accessible (Khaliq, 2021).
The platforms that the retail industry include are as follows:
· Brick and motor- where the customer physically visits the shop to buy or browse. This allows the customer to interact with retail employees, get advice and physically see the product before they finalise the purchase. The product is tangible so the customer can see the actual size, colour, and the material of the product. This is important to know that the customer has viewed the product before making the purchase. The customer has reassurance that the purchase is right for them as they have physically interacted before completing the purchase. This traditional platform gives confidence to the customer as they can get advice which can be tailored to the customer’s needs. The customer is allowed to return to the store if the product is not of satisfactory quality to discuss further options.

· E-commerce- where the customer can make a purchase online. This allows the customer to browse the website then decide to buy and have the goods delivered where and when it is suitable to them. There is no interaction with an employee to get advice and gives the customer freedom to buy when it suits the customer 24/7. This saves time and effort of visiting a store. However, this is an intangible service. The customer is always in control of the transaction. This excludes any pressure to buy. A courier will deliver this directly to the customer. This modern service gives the customer the same rights to buy or return the purchase if needed. Should the customer need to return the purchase they will need to interact with the online team to arrange a return. 

· Omnichannel- where the customer has the choice to shop in store or online. This allows the customer to have a broad experience and freedom and to shop both in store and online. This includes the online purchase and collecting from store. This allows the customer to have the best of both worlds with freedom to buy online or visit the store at their own accord. Having this choice allows the customer the option to engage with employees and to get advice when needed. Should the customer have any queries they have the option of either consulting with the online team or directly visit the store for further guidance (Vojvodic, 2019).

[bookmark: _Int_XguYw9HM][bookmark: _Int_LeF4D07K]The retail industry has evolved which comes with added pressures to meet the customer and organisation needs. The hierarchy structure of retail filters pressure from one department to another department to deliver and achieve its goals. The top to bottom flow allows each department the function to meet the organisational success and determine the organisation support is profitable. Each department has its own targets to meet which can be shared to another department who may be affected by the results (Pandey, 2017).
Management role
[bookmark: _Int_aZJOU5jw][bookmark: _Int_ADB8dZr4]The management role involves being responsible for the employees as well as driving success for the organisation and meeting customer demands. The management have targets to have a set number of employees to complete in store tasks to achieve the goals. They have key performance indicators which align with the organisation goals. The managers are responsible for managing the employees to deliver the key performance indicators. They set the targets for employee depending on the hours they do. This allows the targets to be equally shared out between the team. The manager would guide the employee on how to implement the goal setting, training and development and task handling in their role. The manager would monitor the employee engagement and have regular reviews to discuss anything that would be of benefit to the employee or organisation. The employee can discuss anything they would like to with the manager too. The meetings are of benefit to the employee and the manager to take relevant action should any support be needed, and praise be given when needed. The manager will brief the employees on what is expected such as the code of conduct, daily or weekly targets, and updates on progress to date. The employees are expected to deliver the targets. The employees are having to work according to the organisation’s expectations. There are several employees who work tirelessly and under pressure to meet the targets (Herrity, 2024).
Employee engagement
Employee engagement is crucial to the retail industry. As the employees engages in the role both physically and mentally, they can achieve the goals as they enhance their performance which leads to the success of the overall goals for the organisation. This demonstrates that the employee is satisfied with the role and comfortable to align the individual goals with the organisation goals (Tanwar, 2017). 
Disengaged workforce.
There are many triggers that can cause a workforce to disperse. Some are personality clashes when the employees have different opinions. Others can be the employee is not mentally or physically able to engage in the work; this could be due to suffering with health issues, financial issues, domestic abuse or alcohol abuse. The employee may be suffering in silence and finding it difficult to talk to someone. A disengaged workforce can have profound consequences for the organisation. This can cause a drift between employees which impacts the workplace culture and employee behaviours. The employee wellbeing and mental health can be impacted by the behaviours at work by carrying a burden of work-related stress. Having a disengaged workforce can affect the overall success of the goals and objectives with negative results (Herrity, 2022).
Employee wellbeing is vital to maintain in any organisation. Maintaining employee wellbeing can encourage the employee to remain engaged in their role and decrease stress. The organisation can put processes in place for long term effectiveness from the workforce by promoting employee wellbeing. Employee wellbeing has many support categories which are available in the retail industry, some are social wellbeing, mental health, physical wellbeing, health wellbeing and financial wellbeing. Each category can impact the individual in unusual ways. The employee can present themselves differently and the employee can either manage the affects or need support (Lawson et al., 2009). 


1.2 Problem statement
The retail industry understandingly has added pressure on the employees. The retail industry can lead to undue stress and anxiety for the employees who are pressured with targets to achieve the overall organisation goals. The retail industry finds the crucial connection between the employee wellbeing and the employee productivity. They have put in place employee wellbeing which allows the employees to feel they have someone and support for them when required. This was highlighted in the Covid- 19 pandemic and organisations enhanced the support provided to the employees. Organisations were able to consider the employees personal circumstances and tailor for their needs. The support included employees working hybrid and flexible working to consider the employees commitments outside work. 
Retail employee roles entail working with limitations such as working under pressure to meet targets, this could be due to lack of staff or work overload. These limitations can contribute to the employee feeling overwhelmed. Having said this, this burnout can affect the employee’s performance in the workplace and health mentally and physically. Working under pressure can cause stress and anxiety for the employee. This can easily be masked by the employee and the symptoms are not presented instantly as the employee may still try their best to achieve the goal. Over a period of time, when the employee cannot handle the build-up of the stress, the employee may have developed a lack of motivation to complete tasks in the workplace or even make errors in tasks which can have adverse consequences, the employee may start to have a vicious outburst and could cause disturbance in the workplace, or the employee may feel so under pressure that they seek medical help where the GP requests the employee to be off work for a period. This kind of behaviour can be due to being stressed with work or other personal factors. These factors could be relationship issues, health issues, financial struggles, the employee may be a victim of domestic abuse, the employee may have drug or alcohol addiction or lack of confidence of not feeling appreciated (Jenson et al., 2019).
The disengagement of one employee will continue to have an impact on the remainder of the team due to being over pressured with workload. The team members may feel guilty and helpless and not know how to help or support the employee due to their own workload. Other team members will feel envious if this individual is not pulling their weight to complete tasks which is increasing the workload on the rest of the team. The whole team may feel the culture in the workplace has changed. With a situation like this, the team can start to disperse, and a toxic environment can become present. This can lead to the employee having cognitive imagination emotions about anything that is being said or done in the workplace. Having a cognitive imagination emotion without any clarification can lead to the employee assuming things have been said or done and this can have negative or positive impact on the employee. This may not be the case but with a cognitive imagination emotion the team can start to depart even further (Jaman et al., 2022).
Why is wellbeing present in retail? 
Employee wellbeing is a factor which organisations are keen to adapt to when needed. This was highly emphasised during the Covid 19 pandemic, and organisations are more understanding post pandemic. Covid-19 had an enormous impact on individuals mental and physical health. The disease spread so quickly that not a lot of people were not sure on how to react to it. This showed that employee wellbeing has an interconnection with employee engagement as the two have a crucial part with the employee’s mental health (Abolnasser et al., 2023). 
The existing wellbeing support system for employees in the retail industry has its qualities to address issues and raising awareness. Post pandemic following the Covid 19 outbreak affected everyone in unusual ways. Organisations took relevant actions and applied measures in the workplace to offer support with the wellbeing of their employees. Organisations were able to take a step back and understand the employees needs with transitions back to work and many other factors which affected the employee’s wellbeing. Line managers were responsible to understand the employee and their needs and create a supportive and understanding workplace culture. Employee wellbeing is more emphasised post pandemic as organisations prior to the pandemic were more focused on employees reaching targets and meeting business needs (Vaziri et al., 2020). 
An example of this was that some large organisations in the retail industry have funded and set up wellbeing programmes which help to support employees when needed. Seven large retail organisations such as John Lewis Partnership, Tesco, Sainsbury’s, ASOS, the Co-op, Marks and Spencer and Next have searched support from the Samaritans to help understand employee’s wellbeing and are able to offer support. The wellbeing support is available online to employees when required. (Samaritans, 2024)
Tesco which is known as one of the largest retail organisations has employee wellbeing support which all employees can access. The support offers many options which include employee assistance programme, 24/7 virtual GP, occupational health, financial wellbeing, and wellbeing resources. (Tesco, 2024)
Prior to the pandemic, employees had to manage their own wellbeing as this was not emphasised by support given in the workplace. Wellbeing was supported but was not spoken about as much as during and after the Covid-19 pandemic. Post pandemic, organisations understood that employee mental health is vital. Organisations understood how the employee affected the day-to-day operations of the business. Organisations improved to understand and took measures to support employees to minimise the increase of negative wellbeing stress (Suff, 2022). 



1.3 Research aim
The main aim of this research is to “understand the support provided to employee’s wellbeing in the retail industry post pandemic in the UK.” The research will refer to large retail organisations in the UK. The support currently provided will be analysed to show the impact on the employee and the organisation. This will allow the research to focus on any gaps in the support provided and consider any improvements which allow to fulfil an employee’s needs. Retail organisations currently offer wellbeing support. This research would allow to understand if the support provided by the organisation meets the employee needs or does more need to be done to support the employee at the time of need. The systematic literature review will contribute to support what is being discussed and how any conclusions are determined. 
Elements of wellbeing
Focusing on key elements of wellbeing which are interconnected, and they can be related to having significantly impacting on how the employee behaves and performs in the workplace. These elements relate to the employee. The elements will be dissected to find that interrelationships with employee wellbeing. This will allow to investigate support options which can manage the issue in a different manner that can reduce the impact on the organisation. A discussion of what support is currently available to employees, what options are available to expand the support and how this impacts the organisation and the employee. The key elements are crucial to the organisation and must be addressed to create a collaborative working environment which will have positive outcomes to succeed (Stefan Kruger, 2010)
A list of the key elements of wellbeing as described by Gallup study:
· Career wellbeing- when the individual is content in the activities they do daily. When the individual understands what they are required to do in their role and fully engaged with the organisation’s goals. The overall outcome will be more motivated and productive for the organisation. 
· Social wellbeing- when the individual has secure relationships. When the individual has a secure relationship with team members creating a supportive workplace culture. 
· Financial wellbeing- when the individual is managing their financial situation according to their lifestyle. As the individual is not overly stressed about their financial situation, they are able to feel comfortable and concentrate on their work-related tasks. 
· Physical wellbeing - when the individual is healthy enough to complete day to day tasks. Physical health is a major contribution on whether the individual is fit to attend work and how they engage in the tasks given to fulfil the role. 
· Community wellbeing- when the individual feels part of a group. This is when the individual is self-motivated as they are engaged in their role in the team. They are satisfied with being part of the team and felling secure with the relationships (Gallup, 2024).



1.4 Research objectives
The intentions of this research activity is to explore what literature is available to provide evidence to verify if adequate wellbeing support is available to employees in the retail sector in the UK. 
Having focused on the categories said in the proposed methods allows to explore how these circumstances can affect the employee and the organisation when dealt with or not. The outcome of the literature will allow to understand and gain further knowledge on how minimise any negatives outputs to the employee and the organisation. 
· To analyse the current literature relating to understanding how the retail industry support employee wellbeing post pandemic in the UK. 
· To identify what support is available in retail organisations for employee wellbeing. 
· To explore how retail organisations manage employee wellbeing.
· To discuss the impact on the employee and the organisation with the current support available on employee wellbeing. 
· To determine further guidelines to the organisation to follow to support employee wellbeing. 




1.5 Research questions
1, Is the support for employee wellbeing sufficient in the retail industry in the UK?
2, Understanding the impact on employee wellbeing post pandemic in the retail industry in the UK.
3, Can the support of employee wellbeing increase productivity in the retail industry in the UK?


1.6 Significance/ relevance of study
Background of significance 
The background of the study is to establish what support does the retail industry currently have in place for employee wellbeing. As there is more awareness of wellbeing since the Covid 19 outbreak, this research involves understanding the core aspects of the support provided to the employee in the categories we aim to concentrate on. 
This includes the following: 
· Employees who need support with health issues.
· Employees who need support with financial issues.
· Employees who need support with domestic abuse.
· Employees who need support with alcohol addiction.

The purpose of the study is to research what support is available to employees to manage their wellbeing. If possible, how the support can be improved to fill any gaps which can decrease stress to the employee and the organisation. The research is to discover if the organisation is supporting the employees themselves or is the support outsourced by the wellbeing programmes through external organisations and understand the outcome of this.




1.7 Brief research methodology
Employee wellbeing can expand into multiple categories which can have different triggers. The pillars of wellbeing branch in to four, mental, physical, social, and financial (Humaans, 2024). As this MBA dissertation is time bound it will be difficult to explore all categories of employee wellbeing. Due to the limitations the selection of four categories will be focused on to show how employee wellbeing is managed in the retail industry in the UK. This will allow to research further into the employee support provided by retail organisations in the UK.
The categories selected are:
· Employees who need support with health issues.
· Employees who need support with financial issues.
· Employees who need support with domestic abuse.
· Employees who need support with alcohol addiction.

A systematic literature review will be conducted to understand what previous researchers have found in the retail industry for employee wellbeing. The literature review includes reviewing academic articles and journals which will help answer the questions in the study. Research on large retail organisations database will be conducted to explore what they have in place to support employee wellbeing. The relevant systematic review will allow to critically discuss the impact of the support provided to the employee. The findings will allow to discuss the advantages and disadvantages of the employee wellbeing support provided (Poklepovic Pericic and Tanveer, 2019)
More to the research findings discussion, the conclusion will provide an understanding of what is advisable for the retail sector to continue in with employee wellbeing support.



1.8 Structure of the project
Below is a timeline presented in a Gantt chart of how this dissertation will be completed. 
[image: A screenshot of a computer
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Fig 1: Gantt chart a timeline of the MBA dissertation

1.9 Conclusion
The chapter highlights the retail industry and how it has evolved to adapt to the customers needs and demands using advance technology. The adaptions were crucial during the Covid-19 pandemic when store had to close their doors due to government guidelines. This was a challenging time, but the online sales shockingly impressed as the increase exceeded the year before. 
The employee behaviours are highlighting the discussion of how the rest of the research will be conducted. 

Chapter 2: Literature review
2.1 Introduction
This chapter explains the systematic literature review for the chosen topic “understating how large organisations support employee wellbeing post pandemic in the retail industry in the UK”. 
What is a literature review?
A literature review is a search of sources on an academic database. The sources can be articles, journals, or books. The sources that are searched are related to the topic or field of study. The source provides further information from an academic researcher to expand the knowledge of the reader or provide further direction (Snyder, 2019).
Purpose of a systematic literature review
The purpose of the systematic literature review is to understand what other academic researchers have discovered in the topic. This will give a broader understanding of how previous research has been conducted and what has been understood from previous researchers. From the previous research the reader can establish any gaps which need to be filled in this topic (Leite et al., 2019).
Steps to a systematic literature review
This systematic literature review has five steps to follow. 
1, Find academic databases which will be used to search the journals and articles. 
2, Explain which year, period of research. The main research will be capped from 2015 to the present date. This allows a ten-year gap to understand the evolving of the retail industry and the impact of the covid-19 pandemic. There will be sources from previous researchers, this will be used to clarify the topic. 
3, Establish key words related to the topic for research. A brainstorm of keys words is mentioned to understand core words which related to the topic for research purposes. The key words help to search the database to find the articles or journals. 
4, When searching the database there may be a lot more sources found. This process helps to find sources what are related to the topic. 
Find articles and journals which are related to the topic by scanning the abstract. Once the abstract is scanned, this gives an understanding if the source is related to the topic or does it answer the questions mentioned. Once fifty sources are selected use these for the literature review. 
5, Read, summarise, compare, and analyse the fifty articles and journals selected. Having selected the relevant sources related to the topic, the knowledge is gained by reading the full sources. This allows to understand the researcher, what their keys words are? What theory did they use? What they concluded in their research? This allows to summarize the source, then critically analyse it either to agree with what the researcher has found or find any gaps in the research. 


Process of literature review
	Step one
	Step two
	Step three
	Step four
	Step five

	
	
	
	
	

	Search of key words in database


	Browse by scanning abstract
	Compact list


	Select fifty sources
	Review and analysed.


	Articles and journals selected from database
	
	
	Reviewed the abstract to find connection with topic
	Table created to list fifty sources for review

	Title, abstract and keywords to assist with search of sources
	
	
	
	Read, summarise, compare, and analyse. 


Fig 2: Process of the literature review

The aim
The main aim of the systematic literature review is to explore what other academic researchers have found in their studies in this topic. The systematic literature review is conducted by using previous academic articles and journals which will help to understand what other researchers have explored on how retail organisations support employee wellbeing in the UK. The research scope would help to define if the support provided is sufficient for the employee in the organisations. Previous published articles and journals will be viewed in the academic database, google scholar and UWTSD library. Fifty related sources will be carefully selected which relate to the chosen topic. The systematic literature review will continue by identifying key words and themes in each article or journal. A comparison between each document will help establish the similarities and differences between each writer. This will help to understand what others have previously researched and their opinions on the conclusion of their findings. Having said this allows to discover further understanding and expand more knowledge in the topic (Snyder, 2019).


2.2 Research areas/ Topic
The research area in this literature review is based on understanding how the retail industry support employee wellbeing in the UK. The literature review is conducted in the relevant area to find previous researchers findings and suggestions. The literature review is critically analysed to understand the writer’s views on the area of research. A discussion of the positives and negatives are highlighted to understand the benefits of the opinions. 
The understanding of what literature is available to answer the key questions on the topic of understanding how large organisations support employee wellbeing in the retail industry in the UK. Even though this is a wide topic to explore the research has been prioritised the following categories: an employee with health issues, an employee with financial issues, an employee who is suffering with domestic abuse and an employee who is suffering with alcohol abuse. This allows to concentrate on a limited number of sources and outcomes. 
Research questions:
1, Is the support for employee wellbeing sufficient in the retail industry in the UK?
2, Understanding the impact on employee wellbeing post pandemic in the retail sector in the UK.
3, Can the support of employee wellbeing increase productivity in the retail industry in the UK?


Research key words:
The search on the database is a crucial part of identifying the relevant articles and journals which help to answer the questions in the topic. The following figure shows the key words of the search. The key words are linked to the topic and are main parts of the topic. They allow to answer the questions in the categories selected. By identifying articles and journals linked to the key words gives a broader understanding of the topic. The key words help to find articles and journals from previous researchers on the academic databases. These articles and journals are useful for the systematic literature review in the following chapters. 
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Fig 3: Mind map presenting key words


2.3 Conceptual framework
There are many theories and frameworks that are available from past researchers who have experience to manage employee engagement and motivation. Theories give a basic guideline to understand a process. The conceptual framework which is already available from other academic sources are as follows. These frameworks are related to the chosen topic and can highlight the human behaviour. 

Maslow theory hierarchy of needs
Maslow theory hierarchy of needs was established by Abraham Maslow in 1943. The theory explains the needs of an individual and how once the individual fulfils one stage they thrive to seek more (Rojas et al., 2023). Leaders in the organisation can understand the employee needs and apply the Maslow theory to understand how to motivate the employee. It is a natural human need to thrive and feel fulfilled. Each stage helps to motivate the employee. The Maslow theory can help to understand motives of the employee in an organisation using the stages listed below.
Physical needs- these are basic needs; the employee requires fundamental needs such as food water shelter and to be able to rest. These are tangible needs which help the employee survive. 
Safety needs- these are basic needs; the employee requires a need of security, stability, freedom from fear and money. These are tangible needs which help the employee feel secure. 
Social and belonging needs- these are psychological needs; the employee wants a family, friendship, intimacy, and a sense of acceptance. This gives the employee to feel part of the group or belong to someone. This is intangible but the employee feels secure as they are wanted. 
Esteem needs- these are psychological needs; the employee is satisfied and feels the urge of self-confidence, respect, recognition and has a status. The feeling of being praised for the achievements is something the employee will fell proud about. 
Self actualisation needs- these are self-fulfilment needs; the employee is achieving full potential and creativity. The employee is feeling good with themselves as they have managed to maintain the previous needs and accomplished to full potential (McLeod, 2024). 

Tuckman’s model 
Tuckman’s model was established by Bruce Tuckman in 1965. This model explains stages of team building. This is extremely crucial for an organisation as the team are to work together to achieve the overall goals and objectives. There are five stages of team development and its impact on performance (Karlsen and Nazar, 2024).
Forming- This is the first stage of team development and its impact on performance. The employee is taking part in team building exercises and establishing the code of conduct to understand. The employee is formal with the members, and they do not know one another. 
Storming- This is the second stage of team development and its impact on performance. The employee is starting to express their feelings yet still reserved. The employee is beginning to form some relationship with other team members and can compete with other team members. 
Norming- This is the third stage of team development and its impact on performance. The employee secures a relationship with other team members. This cohesion gives the employee a sense of security that they are part of a team together to reach the same goals. The employee becomes more confident as the team is engaged and supportive to one another. 
Performing- This is the fourth stage of team development and its impact on performance. The employee is fully engaged in with the team. They have developed trust with one another. 
Adjourning- This is the fifth stage of team development and its impact on performance. The team can recognise and praise one another’s contribution and efforts (Bonebright, 2010).

Herzberg theory 
Herzberg theory was established by Fredrick Herberg in 1959. The two factor theory understandings hygiene and motivation job satisfaction motivators. The theory suggest that an employee is influenced by two factors, job satisfaction or job dissatisfaction (Chan and Baum, 2007).
Motivating factors- the employee is motivated by factors such as achievement in the workplace, recognition in the work they are responsible for, the work itself must be satisfying, opportunities to grow and get promoted within the workplace. These motivation factors are intrinsic needs which help to encourage the employee and feel there is options to grow and feel satisfied. 
Hygiene factors- the employee is not motivated by these factors, but these factors can prevent the employee feeling dissatisfied if the hygiene factors are not met. The factors include the physical working conditions are poor, relationships with coworkers, if the polices and rules are not followed and jeopardise security and safety if the management are not abiding by the rules and taking advantage of the powerful position and the basic wages are not of satisfactory. The hygiene factors are extrinsic needs which can prevent the employee feeling dissatisfied (Tan, 2013). 
5C’s model
The 5C’s model is a strategy for employee engagement which helps the organisation managers to remain connected with the employees by implementing the steps. This improves job satisfaction and overall employee performance. Managers understand that the employees are a core component to achieve goals and objectives (Friis and Gelting, 2014). There are five steps to the 5C model which can be followed to improve employee engagement. The following explain the five steps. 
Care- this is a vital part of the strategy where the manager cares about the employee’s wellbeing. The employee will feel disengaged if no one cares about them in the workplace. It is recommended that the manager engages with the employee to understand their needs. As there is an understanding between the manager and the employee the support offered can be tailored to the individual needs. As this relationship develops the team will do their best to achieve to set goals and objectives to support the managers/ organisation’s needs. 
Connect- this is a crucial strategy where the manager creates a bond in the workplace. Communication and collaboration within the whole team encourages employee engagement. The more the team communicate the better they understand one another. The managers will often ask for feedback from the employees to create a welcoming environment. This in return gives the employee a sense of belonging and understands the workplace a part of their comfort zone to express their work-related opinions. 
Coach- this is a strategy which encourages the employee to do their upmost best. The upskilling through training and developing of the employee allows the employee to have the relevant understanding on how to reach the goals and objectives. The managers can create a team with a mutual culture that understand and support one another. The managers can coach and guide the team which encourages the employees to work together to achieve the same goal. This is a benefit to the organisation as the employee can work at their full potential. This leads to a collaborative team and job satisfaction. 
Contribute- this is a strategy that gets the employees involved and get their suggestions heard. The managers should allow the employees to take part in tasks and discission making. This gives the employee some responsibility and accountability on what is happening in the workplace. The contribution keeps the employee engaged in the team and workplace as they can be heard and contribute to workplace decision making. 
Congratulate- this strategy is important for the employee to be praised for what they have done. Showing recognition of the employee’s achievement helps the employee know their efforts are worthwhile and play a significant role in the organisation. This also helps to motivate the team as it is a guideline of what is expected from the team to achieve the goals. (De-la-Calle-Duran and Rodriguez-Sanchez, 2021).

SWOT analysis
The SWOT analysis can be used in different situations. Managers can get an understanding of the employee’s strengths and weaknesses. This allows the managers to meet the employee needs to tailor for their needs. A SWOT analysis can present the employee long term or short-term goals. By identifying the employee goals the manager can support and guide on how to align these with the organisation goals. The following explains a brief understanding of SWOT analysis in a employee wellbeing and employee engagement aspect (Leigh, 2009)
Strengths- this allows to explore what skills the employee has. Understanding the employee is good at what services can the employee offer that other employees cannot. Recognising the employee’s personality which emphasises the individual role. This allows the manager to praise the employee for their strengths and encourage the employee to be proud of what they are doing. The personality may be a good example (role model) for the rest of the team which allows to managers to use as an example in the workplace. 
Weaknesses- this allows to recognise the employee’s weakest points. This could be either the employee is afraid to do certain tasks as they do not know how to do the task due to lack of training or need support and guidance on how to do the task. Understanding the employee needs will help for the manager to support the employee in the areas they need the support. An example of this if an employee is dyslexic, they may need extra time to complete the training modules compared to the rest of the team. Due to the lack of understanding the management will not be able to put extra measures in place for the dyslexic employee to complete the training. This can cause the dyslexic employee feeling stress and anxiety as they are falling behind on their training. This can have long term consequences as the employee may not fully understand the processes in the workplace and not be compliant or even worse not have the knowledge of what the health and safety guidelines are. 
Opportunity- this allows the manager to support the employee to excel within the organisations. By highlighting the employee’s skills is encouraging for the employee to know that they are valued for what they bring to the workplace. This is an opportunity for the employee to learn new skills and grow and embrace bigger and better positions. 
Threats- this allows the employee to recognise the threats that may put then and the role in jeopardy. This could be obstacles that are not allowing the employee to progress. Or there could be conflict between another team member. By recognising the threat, the employee and the manager can discuss options on how to minimize the threat or how to turn the threat to an opportunity. This may be a frightening experience for the employee. The manager may need to support the employee during the transition period as the employee my not know how to do this by themselves (Nasution and Absah, 2019).

Ishikawa tools
Ishikawa tools was established by Kaoru Ishikawa in the 1960’s. This is also known as the fishbone diagram. This allows to understand the root cause of a problem. Finding the root of a problem helps to solve the overall problem (Sakdiyah et al., 2022). This is crucial in the workplace as identifying the root causes of a problem allows to put a process in place to prevent this problem reoccurring. The Ishikawa tool helps to find the causes and effects linked to the problem, finding this helps to analyse what has gone wrong in the system or process. The diagram allows the option to brainstorm to identify causes of the problem. This can be completed as a team or as an individual if needed so everyone or the individual can put forward views of the causes of the problem. When the causes of the problem are identified, prioritised solutions can be discussed (Kumah et al., 2024).

Understanding the key issues of the topic
The following gives a brief understanding of the key issues of the topic. 
Health issues- Employee wellbeing is important in the workplace. It is known that when an employee is fit and well, they can show commitment towards their engagement and performance in the workplace. Whereas, if the employee is not fit and well, they may be feeling stressed about their health and what is causing their poor health. This will affect how the employee behaves in the workplace. The employee may struggle to engage with the team and the workload. It may be a personal health issue which the employee is afraid to express. The stress will affect their performance which may influence the team as they may have an increased workload to reach the overall goal. This situation can be the start of a disengaged team in the workplace (Johnson et al., 2020). 
Financial issues- From time-to-time some employees come to a financial problematic situation where they struggle to make ends meet. There could be many factors that contribute to this situation. With the current living crisis where wages are not increasing fast as the living rate. The Covid-19 pandemic is another factor to individual as many went through financial difficulty due to this. (Gabriel and Aguinis, 2022).
An employee may be working tirelessly yet struggling to put food on the table for themselves or their family. Several factors can contribute to the employee being in this situation. They may be struggling to pay their bills. They may be overusing their credit card and paying off debts. They may be spending too much to keep up with others lifestyle. These factors can make the employee feel very isolated as they do not want to share their financial situation with others. They may be embarrassed to ask for help (Kurowski, 2021). 
The stress and panic of being in a financial situation can affect the way the employee communicates and performs in the workplace. The employee may not want to let anyone know that they are struggling. The employee may be feeling desperate and seek options to get things for free such as handouts, others left over dinner in the canteen. Worse case scenario the employee may steal things at work to sell on in exchange for money. This situation an develop into a major crisis in the workplace where managers must investigate who is stealing. This inconvenient situation will have serious disciplinary consequences for the employee (Harris and He, 2019).
Domestic abuse- An estimate of 2.3 million adults aged 16 to 74 years old experienced domestic abuse from March 2019 to March 2020 (Stripe, 2020). An employee who is suffering with domestic abuse outside work may have sparingly days off. They may not be a pattern to what days they do not attend work. The employee may struggle to talk to others as they may be afraid to trust anyone. They may have sudden outbursts where the employee lashes out to others. This is the employee’s way of venting as they cannot express their emotions outside of work due to the abuse they are experiencing. There emotions may be out of control as they may not know who they can trust. 
The employee may struggle to attend work, engage in work tasks, and perform to the organisation standards. They employee may be present by their mind may be suffering from the abuse and occupied with thoughts that they may not be able to respond to simple conversations. This can have profound consequences as the employee is expected to complete tasks and engage with the team whilst at work. they employee may make errors which can have detrimental consequences. 
This situation can cause a problem within the team. The rest of team may assume the employee is not doing their work and feel like the rest of the team is having more workload. This will be unfair on the team. The team will not know what the root cause is of the employee being disengaged. They may report the employee to the management team due to lack of supporting the team and not participating in tasks (Giesbrecht, 2020).
Alcohol addiction- There are many factors contribute to alcohol abuse. This could be due to struggles in life and the individual turns to alcohol to mask their troubles. Alcohol addiction cannot always be detected instantly. The individual may not be aware they have become an alcohol abuse as they may find comfort in drinking. As an employee with alcohol addiction may struggle to engage with the team and the workload. This is due to the alcohol causing the employee to have lack of concentration. Attending work whilst being intoxicated is going to lead to profound consequences. The employee can put them self in damage as well as others in the workplace due to lack of judgement. This can cause a serious accident at work as the employee may be not fully aware of the risks due to being intoxicated. There can be times when the employee does not attend work due to them being intoxicated. They may not ring in sick as they are unaware of their whereabouts due to lack of awareness. This can cause an increased workload on the rest of the team (Gill, 1994)


Factors that contribute to impacting employee wellbeing
Below is a figure which allows to highlight some factors that can contribute to impacting employee wellbeing. There are hidden factors which if the employee does not share then no one will ever know. Yet they still can affect how the employee behaves on a day-to-day basis. These factors can contribute to how the employee attitude changes towards colleagues and customers in the workplace. These factors can also contribute to how the employee performs in work related activities and how much effort they put in their role. 


Struggle to attend
Desperate
Hungry
Risk of theft
Aggressive
Abusive
Intoxicated
Split personality
Anger
Depression
Physical
Mental 
Diabetes
Insomnia
Weak bladder
Arthritis
Cancer

Fig 3: Mind map presenting key words


2.4 Research gap/ lit gap
There are always opportunities for further research to completed to gain more knowledge and understanding. Further research can help to identify gaps in understanding how large organisations support employee wellbeing post pandemic in the retail industry in the UK. 
There are limitations in this research due to time restriction and sources capped at fifty journals or articles combined. This is a gap which constraints the research to a limited amount of period and sources. Further research time would allow primary data to be collected such as questionnaires and surveys which would allow more knowledge. This type of primary research may have allowed observations of how the employees feel. The knowledge would give a more personal understanding compared to a systematic literature review which gives an option to gain knowledge from other researchers. Further research on sources not just capped at fifty sources would allow to proceed with options to expand more knowledge. 


2.5 Cross links
The research provides an understanding of how large organisations support employee wellbeing in the retail industry in the UK. The employee is employed be the organisation to achieve goals as part of the team. The research conducted is to understand if there is a connection with the employee wellbeing and employee productivity. The research will allow to establish if there is an overlap with employee productivity and employee wellbeing and do they come to together which both play a crucial role. Further knowledge is to understand does each employee be effected by the influence of productivity and wellbeing in the workplace and is it crucial for the organisation to have knowledge of both so they are able to support when needed. The outcome will give an understanding of if there is an overlap between employee wellbeing and employee productivity and how do they impact the employee and the organisation.

2.6 Conclusion of chapter
This chapter gives an understanding of the literature review that will be conducted in this research. The process of the literature review including keys words are provided to understand how the sources will be collected which will give answers to the topic. 
The is more information provide to highlight previous conceptual framework which other researchers have established in the past. These frameworks are linked to the topic and a workplace setting to understand how they relate to one another. 
Research gaps are stated to pointed out the importance of other options that were available to complete the research. 

Chapter 3: Research methodology 
3.1 Introduction
In this chapter, the research methodology is discussed for an understanding of how and why the aims and objectives of understanding how large organisations support employee wellbeing in the retail industry post pandemic in the UK is concluded (Pandey and Pandey, 2015). The problem is the topic which is are employees over worked and in many cases are the employee wellbeing is being compromised with the organisations goals and objectives being put as a priority. The keys elements being focused on are:
· Employee with health issues.
· Employee with financial issues.
· Employee who suffers from domestic abuse.
· Employee who is suffering from alcohol abuse.
This is an extremely important section of the topic as it explains the following:
· What data is collected?
· Who and from where to collect the data?
· How was the data collected?
· How is the data analysed? 
The relevant data collected will be used to address the questions in the topic. Overall, the research methodology section gives the opportunity to justify the chosen techniques used in the research aims, objectives and the results of the research questions.

3.2 Research philosophies and assumptions
The process of this research will be able to provide the desired outcome of understanding how large organisations support employee wellbeing in the retail industry post pandemic in the UK. The research is aimed to highlight an understanding if previous researchers have stated the connection with employee wellbeing and if it influences employee productivity in the workplace. The sample of the systematic literature review can justify the outcome of the topic. Extreme thought has been considered during the data collecting process. Due to being time bound the following decisions were made as surveys and questionnaires was too time constraint. There was a risk of not getting all participants to get involved and this would have limited the replies. With a limited amount of replies the overall sample was of decreased. The decision was taken to continue with a systematic literature review to source relevant data. 


3.3 Research design
The research design selected is “The Framework Saunders Research Onion Model” for this topic. Saunders, Lewis, and Thornhill introduced the Saunders Research Onion Model. This framework is selected as it allows to breakdown stages to find the appropriate research strategy to get a resolution to answer the questions to the topic (Mardiana, 2020).
What is the research onion method?
The research onion model allows to give a breakdown of the stages taken to explain the research methods to find the answer the research questions. The breakdown includes the approach of the research and how the data is collected and analysed to determine a conclusion. 
The research onion has layers which explain each process of the research and justifies why this process was selected. Each layer has its own significance to the process. 
Research philosophy- understanding how large organisations support employee wellbeing in the retail industry post pandemic in the UK. The positivism allows to research other academic researchers published documents to source evidence to find how the employee wellbeing is supported.             
Research approach- a deductive approach is chosen to develop an understanding of the literature review of what previous academic researchers have discussed. Source databases to complete research.
Research strategy- systemic literature review is to undertake an understanding of what previous academic researchers have concluded in this topic.
Research choices of methods- a mono-method which is the systematic literature review, qualitative to understand previous researcher’s relevant studies. 
Time horizons- longitudinal as the data analysed is over a period and understanding post pandemic. 
Data collection and analysis- Final layer of the research onion which identifies the techniques and procedures uses in the research. Secondary data collection which is analysed. The data collected is the core of the research onion (Mardiana, 2020). 


3.4 Research approaches
Research approaches differ from one researcher to another. Some researchers may find it easy to collect primary data whereas other researchers find it easier to collect secondary data (Taherdoost, 2022).
In the research there is a deductive approach. This is where there is an assumption that there is support and we want to understand what support is given to the employee wellbeing in the retail industry post pandemic in the UK.
The process of collecting data. This is the process of collecting the journals and articles to validate the information needed to establish if there is relevant support available from past researchers to answer questions for the topic. This allows to understand the topic in depth. 
The theories in the systematic review allow to understand and critically review the journals and articles of previous researchers. This allows to transfer the theories to data which gives a better understanding to weight out the possibilities. The more information collected allows to understand and support the topic.
The data collected is to be analysed. This gives an outcome to the topic and reach the objectives of the research and allows to give support to the research questions. 


3.5 Data collection methods
There are multiple methods of collecting data to help with the topic. Researchers have an option to either collect data using primary data or secondary data. Primary data collection includes surveys, polls, interviews, focused groups, observations, and experiments. This is information which the researcher generates themselves. Secondary data collection includes reviewing another researcher’s data which they have previously collected (Paradis et all., 2016)
The method used in this research is a systematic literature review. Secondary data collected from academic databases. The data includes academic articles and journal from previous researchers which are related to the topic. This sample will give a broader information to the topic questions and allow to understand if the research is supported. 

3.6 Ethical considerations
The research consists of previous researcher’s journals and articles to understand how the retails industry support employee wellbeing post pandemic in the UK. The ethical understanding allows to reserve any exposer of how organisations or employers are supporting the employees using the resources that allow to reach the outcome which can be presented with the data collected. This gives a broad approach with no direct criticism as it allows to understand if the employee is getting the correct support and if any improvements can be made to the support currently provided. 
Consideration is given to gathering data from questionnaires and surveys from employees in larger retail stores. The questionnaires would ask for core information to answer the questions related to the topic which would help gain knowledge first hand from the employees to give justification. As this primary data collection is time consuming this would need to be planned with an ethical approach. Consideration would take to what retail organisations to approach? How many employees do they have? How many respondents would participate? The questionnaires would give a sampling from respondent’s attitudes, experience, and opinions towards the topic. The data collected could be analysed by qualitive to understand the impact on the employee and organisation. The data collected can also by analysed to understand the quantitative if the questionnaire is set out in a numeric order. This could be if the questionnaire stated “strongly agree= 5, agree= 4, nor agree or disagree= 3, disagree= 2 and stronger disagree= 1. This data allows to give quantitative outcome which can be analysed. 


3.7 Conclusion
The methodology is a systematic literature review which is collected from databases searches. Once the chosen articles and journals are carefully selected, the data is analysed to understand the relationship between employee wellbeing and employee productivity. The understanding can provide a connection between the employee and the organisation and to give an answer to explain what support is provided to employee’s wellbeing. The information allows an understanding of the fifty sources analysed to give a sample of the topic and give an reason on how the employees support with employees who need to support in certain situations such as when an employee has health issues, when an employee is having financial issues, when an employee is suffering with domestic abuse and when an employee is suffering with alcohol abuse.


Chapter 4: Findings/ Results, Analysis and Discussion
4.1 Summary of sources used for literature review
Below is a table of fifty articles and journal which were collected to be used as the sample for the topic in the research. The table includes the authors, year the source was published, the title, link to access source and the key words in the source. 
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	Pandemic. Retail. Employee. Behaviours. 

	43
	Jin Cho, S, Yeong Lee, J and Winters, J, V
	2020
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	COVID-19. Pandemic. Food sector. Work safety. Employment. 

	44
	John Lewis
	2024
	Health and wellbeing
https://www.johnlewispartnership.co.uk/work/health-and=wellbeing.html 
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	45
	Currys 
	2024
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	46
	Sainsbury
	2023
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	47
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	2024
	Colleague Wellbeing
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	48
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	Our Inclusion Networks
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	49
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	2024
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	50
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	Global. Sports fashion. Together. Retail. Connected. Inspire. Health. Wellness. Mental health support. Fitness. 



Fig 4: Table of sources


Presentation of Findings: Literature review
Health issues
Schultz and Erdington (2007) review the concerns of employee health can cause decreased productivity. The study discusses the mental and physical health of an employee and how their engagement in the workplace can be impacted if they suffer with health conditions which effect how they perform. The health risks can be costly to the organisation as they are still paying the employee if they participate or not in the workplace. The article discusses the survey of approximately 29,000 US workers in 2001 and 2002 which lost productive time due to employee with health conditions. This includes employees who are unproductive during work time. This is referred to presenteeism is the article. This is at cost to the organisation as the employee is lacking in being productive. McAdams and Gallant (2021) even though this article is referring to a hospitality industry, it highlights key implications of how employee mental health is managed. The restaurant industry has unique stresses, this can impact the employee’s mental health. The study finds a significant gap in between to organisation and employee mental health support. With COVID-19 adding to the stress, the restaurant industry was unprepared to according to the research outcomes. The relevant framework was not in place to manage the added stress. Bateman (2009) discusses work related stress and a connection between employee’s intentions to quit. The article explains how previous researchers have found that work stress can trigger employee health conditions such as high blood pressure or heart disease. This has a long-term impact on the organisation as the employee may be work but not be proactive or if the employee symptoms are severe, they may have time off work. This can cause further work stress on the rest of the team. The articles suggest retail organisations should create a supportive working environment. Zheng, Molineux, Mirshekary and Scarparo (2015) focus on work-life balance with the benefits of health and wellbeing being for both the organisation and the individual employee. Organisations are to put the relevant policies and procedures in place to ensure this is managed. Slaski and Cartwright (2002) study finds the importance between emotional intelligence, health, and performance. The article highlights the vital role in the managing employee stress. The study shows no difference between male and female stress, they are equally impacted. The suggestion of training and stress techniques are advised to manage the employees. Patel, Pearce and Bachrach (2018) highlight the implications of the psychological distress to an employee in retail. The article focuses on the job stresses and the face-to-face role. The added stress of low wages, job insecurity and limited opportunities for advancement in the role which increases stress. Huettermann and Bruch (2019) the main focus of study is investigating the health-related human resource management and collective wellbeing and organisational performance. Huettermann and Bruch suggested that the organisation create a healthy workplace environment due to physiological illnesses. The study explores the connection between wellbeing and performance. The understanding of theories which influence key factors, employee positive. Though the data sample refers the German not the UK, it does state core health related human resources can enhance wellbeing and maintain physiologic wellbeing. Lee and Ha-Brookshire (2018) the article discusses how the employee role is a crucial part of the organisational citizenship behavior to the overall performance. The study explains the key implications on achieving positive organisational citizenship behavior in the fashion retail industry. This being an important task to support employees and create an ethical climate which in return improves the organisation performance. The study concludes regardless of the size of the organisation the U.S fashion retail industry could increase the overall sustainable performance. This refers to global organisations too. Arthur (2002) the article explores the employee assistant programme percipients and the employee mental health. The workplace being the trigger of employee health issues, anxiety, and depression. The employee assistant programme is available for counselling and support for the employee. Kent, McCormack and Zunker (2021) the article discusses how employees in grocery stores had to suddenly play a vital role during COVID-19 pandemic and continue to participate with the organisation performance. Employees were advised by the human resource department on the adaptions during the crisis and this showed how committed the employees were to the organisation. The employee had to follow guidelines and upskill themselves with the training and development programmes provided by the human resource department to remain their health and safety is a priority. 


Financial issues
Aronsson, Dallner, Lindh and Goransson (2005) the study addresses that the employees who are on on-call employees are required when needed for the organisation. This could be emergency cover when a permanent employee is off sick or other factors which contribute to the organisation being short staffed. The temporary employee may struggle financially as they do not have a regular income. The study related to financial struggle for the employee due to personal circumstances such as rent, borrowing money and financial debt which may occur as they do not have a regular income. The financial difficulties can lead to the employee being mental and physically destressed which can cause then further complications. Fiolleau, MacTavish and Obendorf (2023) address the benefits of tangible monetary rewards. The study highlights the encouragement of the reward as it motivates the employee to perform to the highest ability and succeed the targets. The organisations have tangible reward programs to recognise the employee’s achievements for reach the goal, it is a gesture of appreciation. Fabel, Mauser and Zhang (2023) the study is exploring the pay of an employee. The explains how employees are motivated by the pay as it encourages them to perform better. The study reflects on the pay gap and gender pay. Curran and Walsworth (2023) the study refers to the employees being motivated to achieve organizational innovation goals. The study explains the intrinsic motivation theory and the connection with variable pay and innovation. Rubenstein, Morrison, Whiting, and Bosco (2022) the article discusses the importance of income and the conflict the income can make to other relationships such as the employees family. This is due to the commitment with work related tasks and lack of attention and time spent with family. There are several reasons that cause work family conflict some are mentioned as- work overload, work could be stressful and work may be demanding which can cause undue stress. Ogbonnaya, Daniels and Nielsen (2017) the article highlights the connection between pay, performance, job satisfaction and employee commitment. The pay is the key motivator for employees to perform at work. There are dimensions of the pay and employee attitudes which are discussed in more detail. HRM design incentives to increase organisational performance. Wang, Thornhill, and Zhao (2016) the study examines SMEs pay systems and how this effects the employee attitudes. The HRM put systems like this in place to achieve competitive advantage. Tran, Vu, Le and Phan (2023) the study focuses on the financial position of the organisation. It also incudes the how employees are treated to gain a financial advantage. The literature suggests that employees are high influencers to the organisation financial stability. Adhitama and Riyanto (2020) the study analyses the in-depth details of the challenging times of Covid-19. The employee engagement and employee performance were crucial to organisations as many employees opted to work from home. The employees at PT Koexim Mandiri Finance made reasonable adjustments for the new way of working like many other organisations globally. Hamilton, Harness and Griffin (2022) the study explores the Covid-19 pandemic and the furlough scheme. The UK provided a highly beneficial furlough scheme for organisations to pay the employees during the unprecedented times. This allowed the employees to be in a financial position to continue to pay their bills and necessary spending such as food shopping. This was a crucial scheme which prevented employees from being in a difficult financial position. The employees were able to be financially secure instead of struggling without pay as they were not able to work due to  government guidance. The study discovered that employees had different opinions about the furlough scheme. Some interviews confirmed that the employee struggled with the situation as they were unaware of the outcomes. This increased the employees mental health. Other interviews concluded that employees made the most of the time off. 
Domestic abuse
Bennett, Wibberley and Paterson (2021) presents how the impact of domestic abuse is a key issue for organisations to consider supporting. It highlights the key role of the unions to support employers and employees who are victims of domestic abuse. The article discusses the complications and how domestic abuse can cause undue stress and anxiety which can impact the employee’s behaviours and performance in the workplace. The article suggests organisations are equipped for situations when dealing with victims and put the importance of having the correct policies in place to support the employee. These measures include reasonable adjustments to cater for the employee’s needs, manage the employees absences to void cautions, performance management and effectively communicating to raise awareness. Bennett, Wibberley and Paterson (2021) discuss the importance of addressing and supporting employees who are victims of domestic abuse. The article emphasise that physical or mental domestic abuse can impact the employees behaviour and performance in the workplace.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                      
Alcohol abuse
Anderson (2012) the article discusses the challenges faced by the drinker and how it can impact the organisation. It explains how drinking alcoholics are likely to face obstacles in the workplace and understanding the risks it brings to the workplace, employee who is the alcohol abuser and the rest of the team. The individual can struggle to attend work which again will occur consequences. When they do attend work they are not productive due to their individual self-awareness. Alcohol can cause delayed responses, impairment, and aggressive behaviour. The increases risk of premature death due to the alcohol consumption. The article refers to various countries and the HRM polices may differ from one country to another as it would for the organisation. The UK do not allow alcohol to be consumed whilst working. 

Employee wellbeing
Chanana (2020) suggests that during the unprecedented times of Covid-19 pandemic, organisations were keen to engage with employees to continue support. This is to understand employee engagement practises during Covid 19 lockdown, Chanana discusses the crucial need of employee engagement for the organisations during lockdown. This was beneficial to keep employees satisfied and motivated. The employee engagement is to be attained to generate organisation results to date. Chanana is keen to understand the interconnection with employee engagement and performance. Chanana discusses how advance technology helps to keep employees and organisations connected to continue to support. During the difficult period there were excellent ideas of support provided to keep employees engaged during lockdown.
This was useful to have virtual meetings, support employees to upskill then by completing e-learning programmes, and webinars to support stress and anxiety. This innovation virtual connecting allowed to motivate employees when there was need as isolation was a struggle and unexpected. Chanana states the employee would benefit from the support and continue to increase performance for the organisation as they are engaged in the work life. De-la-Calle-Duran and Rodriguez-Sanchez (2021) conducted a in depth study of employee wellbeing and employee engagement in Covid-19 pandemic. They connect how employee wellbeing influences employee productivity and enhances the overall performance for the organisation. The factors discussed are wellbeing and commitment and understanding how human resource practises priotised employee engagement. It highlights the core factors that influence employee engagement and how the Covid-19 pandemic changed the way employee engagement is managed. The model used is the 5Cs Model to reinforce employee engagement and wellbeing in the difficult unexpected challenging times of Covid-19. The article continues to emphasize the importance of a healthy organisation and the relevant factors to support this being employee engagement and wellbeing. Riyanto, Endri and Herlisha (2021) highlights the crucial involvement of an employee in the organisation. The article concludes that recommendations are made after their study for organisations to increase high employee engagement. The organisation to have desired outcomes, the employee motivation is advised to be enhanced. The more the employee is involved the more motivated and engaged they will feel with job satisfaction. The article highlights the interconnection with employee engagement, job satisfaction, employee motivation and employee performance and how they influence one another. The study is a sample of questionnaires regarding information technology not the retail industry. The study is about organisations in the cities Jakarta, Bandung, and Indonesia not the UK. Van De Voorde, Paauwe and Veldhoven (2011) the study discusses the connection and the effects between employee wellbeing and employee performance. The human resources practises and policies are discussed. The outcomes of the study are human resource management employee wellbeing and organisational performance interconnect, the effects on happiness and relationship support for the employee. Peccei and Van De Voorde (2019) the study understands that there is a relationship between HRM, wellbeing and individual/ organisational performance. The outlines that these are key indicators of what HRM influences to get a better outcome both for the employee and the organisation. There is valid support provided by theoretical models. Dundon and Rafferty (2018) discusses human resource functions and understands the complications of HRM. The study explains the long term and short-term pressures that HRM deal with. It highlights the shareholder status and the financial contribution to the organisation. The study summarises the history of HRM practices post war such as pay, gender and hierarchy gap. The study understands that pollical changes can lead to practises changes or challenges. The financial sections must make a significant contribution to changes. Krekel, Ward, and De Neve (2019) the article aims is to establish if employee’s wellbeing prompts performance. There is a mutual understanding of how other researchers have found there is a connection between employee wellbeing and employee performance. This enhancing minor changes which contribute to satisfying the employee wellbeing. Pagan-Castano, Maseda-Moreno and Santos-Rojo (2020) highlights the relationship between HRM, employee wellbeing and employee performance. The article finds that HRM who introduce practises to encourage employee’s performance have positive outcomes by supporting employee wellbeing. This keeps the employee engaged in the workplace. Guest (2002) discusses how HRM and performance connect to one another. This is an old article but is has similar discussions to more recent researchers. This indicates that HRM have had influences on employee performance in the past and are still contributing to the same factors. Baptiste (2008) highlights the HRM practises and how they are important to employee wellbeing and employee performance. Broadbridge (2011) discusses during 1990’s the added stress an employee can have due to work related and home or social stress. This having an impact on how the employee behaves and engages in tasks. Mayr and Teller (2023) highlight the importance of the management support. Employees are challenged in circumstances, and they need to be supported. Machova, Zsigmond,  Zsigmondova and Seban (2022) the article aims to discuss the key motivations factors. This includes salary, job satisfaction, work life balance and workplace relationships. The article explains the difference between the generations and the modern way of thinking. Ingemann (2018) the study discusses how small retail businesses does not prioritise the employee needs such as employee wellbeing. Ingemann states how employees are undervalued. This can be difficult for the employee, as they may feel demotivated. Page and Vella-Brodrick (2009) this study is about why, what, and how is employee wellbeing important. It expresses how wellbeing can be of different categories such physical wellbeing and mental wellbeing. The study expresses the connection of wellbeing and job satisfaction. Long and Forster (2023) this article highlights how retail workers are under pressure which could affect their mental wellbeing in the workplace. Dealing with complications with the cost of living and customers are more likely to be aggressive. The stress can cause the employee difficulty to engage and performance.  Tuckey, Boyd, Winefield, Bohm, Winefield and Anne (2017) the study understands the stress retail employees are under. The stress is a trigger of the employees mental health being effected and how this can have an impact on the job role and their performance. Briggs (2023) this study highlights within one year 28% of retail professionals reported stress and anxiety. This triggered the employee to be working under stress or taken time off. This impacts the organisation. Dhillon (2024) the article highlights the difficult times during COVID-19 pandemic. It discusses during the period of the pandemic people suffered with physical and mental health. The article refers to the care industry and how the staff are burnout from being overworking. This having an impact on her the individual behaves due to mental health PTSD. Swazan and Youn (2023) the study explains how the pandemic has changed the way people behave. Individual are disengaged and struggle to manage their stress and anxiety. Jin Cho, Yeong Lee and (2020) the article refers to employees working the food industry. The employees were worker through the pandemic which we as a difficult time. This had a impact on their wellbeing. John Lewis (2024) explains how they look after their employees by offering in house health service which was established before the NHS. Currys (2024) Currys offer perks to the employee which are attractive. Health and wellbeing of the employee is managed by in various ways. They have a wellbeing corner where the individual can go escape from the surroundings. They offer an Aviva app and Champion health app which is available to the employees. There is a employee assistant programme too which is available any time. There are mental health first aiders who have been upskilled. Sainsbury (2024) they promote that colleagues are the ones who make a difference to the stores and are the ones who engage with customers. Colleagues who are fully engaged are the success of the organisation. Sainsbury aims to keep the employees happy, healthy and engaged. Employee wellbeing is important. Sainsburys has collaborated with the Samaritans alongside six other retailers to support employee wellbeing. Employees can seek support from the employee assistance programme . Tesco (2024) Tesco offer colleagues support with wellbeing. They tailor for the employee assistance programme which can handle physical and mental health. This is available to the colleague whenever possible. Tesco offers flexible working to meet the colleague needs and manage their work-life balance. Asda (2024) has created an environment which allows the colleague to reach out to the Wellbeing Inclusion Network when required. This keeps the colleagues connected. There are tools available to raise awareness of wellbeing and colleagues are able to support one another. Marks and Spencer (2024) recognise that employee mental health is a vital as it can cause employees to be absence, low productivity and disengaged if it is not managed. Marks and Spencer invested in providing training to managers through the Retail Trust in 2024. This training allows the managers to support the team with mental health and wellbeing. The employees have access to PAM Assist which is a partner who provides expert wellbeing and mental health support. Another partnership with YoungMinds gives access to employees to upskill themselves on how to support others such as young people. This gives colleagues to contribute to the community. Jdsports (2024) 


Analysis of Results
The data collected is analysed below and shows the understanding of the literature review sources.
	
	Employee wellbeing
	Employee engagement 
	Employee productivity
	Covid 19
	Retail
	UK

	
	
	
	
	
	
	

	1
	Schultz
	Schultz
	Schultz
	
	
	

	2
	McAdams
	McAdams
	McAdams
	McAdams
	
	

	3
	Bateman
	Bateman
	Bateman
	
	Bateman
	

	4
	Zheng
	
	Zheng
	
	
	

	5
	Slaski
	
	Slaski
	
	
	

	6
	Patel
	Patel
	Patel
	
	Patel
	

	7
	Huettemann
	Huettermann
	Huetterman
	
	
	

	8
	Lee
	Lee
	Lee
	
	
	

	9
	Arthur
	Arthur
	Arthur
	
	
	Arthur

	10
	Kent
	Kent
	Kent
	Kent
	Kent
	

	11
	Aronsson
	Aronsson
	Aronsson
	
	
	

	12
	Fiolleau
	Fiolleau
	Fiolleau
	Fiolleau
	
	

	13
	
	Fabel
	Fabel
	
	
	

	14
	
	Curran
	Curran
	
	
	

	15
	
	Rubenstein
	Rubenstein
	
	
	

	16
	
	Ogbonnaya
	Ogbonnaya
	
	
	

	17
	Wang
	
	Wang
	
	
	

	18
	Tran
	Tran
	Tran
	Tran
	
	

	19
	Adhitama
	Adhitama
	Adhitama
	Adhitama
	
	

	20
	Hamilton
	Hamilton
	Hamilton
	Hamilton
	
	Hamilton

	21
	Bennett
	Bennett
	Bennett
	Bennett
	
	Bennett

	22
	Anderson
	Anderson
	Anderson
	
	Anderson
	Anderson

	23
	Chanana
	Chanana
	Chanana
	Chanana
	
	

	24
	De-la-Calle-Duran
	De-la-Calle-Duran
	De-la-Calle-Duran
	De-la-Calle-Duran
	
	

	25
	
	Riyanto
	Riyanto
	
	
	

	26
	Van De Voorde
	
	Van De Voorde
	
	
	

	27
	Peccei
	
	Peccei
	
	
	

	28
	Dundon
	
	Dundon
	
	
	

	29
	Krekel
	Krekal
	Krekal
	
	
	

	30
	Pagan-Castano
	Pagan-Castano
	Pagan-Castano
	
	
	

	31
	Guest
	
	Guest
	
	
	

	32
	Baptise
	
	Baptise
	
	
	

	33
	Broadbridge
	Broadbridge
	
	
	Broadbridge
	

	34
	Mayr
	Mayr
	Mayr
	
	Mayr
	

	35
	Machova
	Machova
	Machova
	
	
	

	36
	Ingemann
	Ingemann
	Ingemann
	
	Ingemann
	

	37
	Page
	Page
	Page
	
	
	

	38
	Long
	Long
	Long
	
	Long
	

	39
	Tuckey
	Tuckey
	Tuckey
	
	Tuckey
	

	40
	Briggs
	Briggs
	Briggs
	
	Briggs
	

	41
	Dhillon
	Dhillon
	Dhillon
	Dhillon
	
	

	42
	Swazan
	Swazan
	
	Swazan
	
	

	43
	Jin Cho 
	Jin Cho
	
	Jin Cho
	Jin Cho
	

	44
	John Lewis
	
	
	
	John Lewis
	

	45
	Currys
	
	
	
	Currys
	

	46
	Sainsbury
	
	
	
	Sainsbury
	

	47
	Tesco
	
	
	
	Tesco
	

	48
	Asda
	
	
	
	Asda
	

	49
	Marks and Spencer
	Marks and Spencer
	
	
	Marks and Spence

	50
	Jdsports
	Jdsports
	
	
	Jdsports
	



Fig 5: Table of sources presenting cross links

The table below shows the sources in the criteria the search was completed. As shown below the totals are converted to percentages to give an understanding of the totals sources which are connected to the topic of research. 
	
	Employee wellbeing
	Employee engagement
	Employee productivity

	Covid-19
	Retail
	UK

	Total
	45
	37
	40
	12
	18
	4

	%
	90%
	74%
	80%
	24%
	36%
	8%



Fig 6: Table to sample outcome 
Discussion of Results
The results are presented above in a table format. The outcomes of the results are:
Employee wellbeing- 90% of the fifty sources that were reviewed stated the employee wellbeing is vital. 
Employee engagement- 74% of the fifty sources that were reviewed connected to employee engagement.
Employee productivity- 80% of the fifty sources that were reviewed related to employee productivity.
Covid-19- 24% of the fifty sources were impacted by the Covid-19 pandemic.
Retail- 36% of the fifty sources were included in the retail industry.
UK- 8% of the fifty sources were in the UK or referred to the UK as well as other countries. 
Employee wellbeing linked to employee productivity- there are thirty-five source which connect employee wellbeing and employee productivity. That is 70% of the sample reviewed.  


Chapter 5: Conclusions and recommendations
5.1 Summary of findings
The literature review has concluded that large organisations offer support to employees. The support is provided by partnership organisations. This outsourced service allows every employee access to the Employee Assistance Programme. 70% of the previous researchers in the literature review cross linked employee wellbeing to employee productivity. 


5.2 Conclusion based on research questions.
The research topic was to understand how large organisations support employee wellbeing in the retail industry in the UK. There was 8% of the sources based in the UK. An overall understanding of how retail organisations support employee wellbeing is with the employee assistance programmes. A partnership provider gives this support. The outcome of the literature review cross links the employee wellbeing with employee engagement at 64% and employee wellbeing to employee productivity at 70%. This gives an understanding of how vital employee wellbeing. Considerations of the organisation outsourcing this vital pillar of wellbeing to partnership organisations is highlighted. The literature review validates that employee wellbeing does have an influence on productivity. 


5.3 Recommendations
The support offered to employees is an external partnership provider. This is useful for employees who have the courage to reach out to provider to seek help. As in the research there are concerns about whether an employee with health issues, financial issues, suffers from domestic abuse or an alcohol addict would reach out to the employee assistance programme to seek help or guidance. As the employee may feel upset and not know who to talk to the organisations should provide an in-house support mechanism. A work coach who employee can build trust in a time of need. A work coach can be available face to face or over the phone. This allows the employee to have a connection with the work coach and knows they are approachable for help. An outsourced provider is a stranger which not everyone can openly talk to about personal problems. 
Here are some recommendations for organisations to consider.
· Organisation options to develop by offering training to expand knowledge and skills. This will have the potential to know the individual is satisfied in the role and increase the service they offer saving recruitment costs. 
· Organisations can enhance their team relationships by team building activities and social events. 
· Organisation can support financial wellbeing by offering competitive salary, financial planning, motivation payments such as bonuses, retirement plans.
· Organisations promote physical health, offer wellness programs, fitness facilities, health incentives. 
· Organisation can develop the employee with training and recognition motivation plans. 


5.4 Limitations of research
There are limitations is the research as the study was based on the retail industry. The sources were connected the employee wellbeing to give an understanding of how other industries tailor support. 
There was a restriction on time. This topic chosen expands into various categories and each have an impact on one another. If there was more time, there is a possibility that allocated collecting primary data would of allowed more knowledge to be gained.
 The literature review was capped to fifty sources only. As the topic filters out more sources would have helped. 


5.5 Recommendations for future work
Recommendations for future work, a suggestion is to collect primary data. This include, surveys, questionnaires or observations. 
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