[image: C:\Users\samantha.birdsell\AppData\Local\Microsoft\Windows\INetCache\Content.MSO\5FEB1F47.tmp]

Module Code: BMMB7028
Module Name: Business Research

Research Proposal Report
Measuring the effectiveness of corporate wellbeing initiatives on employee retention and burnout: A quantitative study of frontline retail staff in the UK.




Student Name: Md Muzahid Khan
Student Number: 2434352






[bookmark: _Toc225720631]Executive Summary
This research proposal describes a stringent quantitative study on the effectiveness of corporate wellbeing programmes in reducing burnout and enhancing employee retention among frontline retail employees in the United Kingdom. Employee turnover rates have never been as high in the retail sector, and this situation can be explained by the fact that the work involves unique occupational stressors such as extreme emotional labour, customer aggression, and unstable work schedules. Corporate spending on employee wellbeing programmes has been on the increase, but there is an urgent empirical gap on whether they have been any good at assisting frontline employees, who often view them as inaccessible or performative box-ticking exercises in comparison to the same programmes in corporate offices.This study aims to apply the Iceberg Model of problem identification by attempting to dig deep beneath the symptomatic high turnover of the staff to empirically measure the psychological processes of burnout and perceived organisational support. The general objective will be the quantification of whether taking part in the corporate wellbeing programmes has a significant impact on decreasing the severity of burnout, and consequently, the turnover intention.
This study is grounded on the Job Demands-Resources (JD-R) model and Social Exchange Theory which assumes strict positivist philosophy and deductive approach. A mono-method quantitative approach will be undertaken whereby a cross-sectional online survey will be administered using Qualtrics to a purposive and snowball sample of UK frontline retail workers (N = 200-250). The survey shall combine psychometric scales that have been tested and confirmed to be valid such as the Maslach Burnout Inventory (MBI). Rigorous analysis of the primary data will be done using IBM SPSS, through descriptive statistics, Cronbachs Alpha to test reliability, Pearson correlation analysis as well as complex mediation analysis. The results of this study will make a considerable theoretical contribution to the human resource management literature and very practical values to the retail practitioners. The research will have a positive impact on transforming the HR intervention strategies of organisations operating in the UK in terms of retail formats; moving from the performative corporate wellness to the strategy as a strategic, frontline-available, wellbeing programme, ensuring the long-term stability of the organisation
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1. [bookmark: _Toc225720634]Introduction and Rationale
[bookmark: _Toc225720635]Background to the Research
The contemporary retail industry especially at the frontline, customer-facing jobs are naturally marked with specific, intense occupational stress factors. These encompass unremitting emotional labour, stressful and often aggressive communication with customers, erratic algorithm work shifts, and unstable employment relations, all of which combine in an all too critical employee burnout and subsequent turnover (Pienaar et al., 2025; Zhang et al., 2025; Evans, 2016). Following the most recent economic shocks in the world and the changing post-pandemic labour dynamics, the UK retail sector has experienced a dramatic retention crisis, commonly known in the human resources discipline as the Great Resignation of the frontline (Wallace and Coughlan, 2022; Wandelt and Wang, 2024).
This rising rate of attrition has seen a growing concern of the immense significance of corporate wellbeing programmes. Previously regarded as a case of discretionary employee benefits, strong wellbeing initiatives have recently become a set of organisational sustainability, risk mitigation, and competitive advantage in their own right (Gelencsér et al., 2023; Zhou et al., 2024). As a result, UK-based retail companies have been keen on investing in wellness portfolios such as digital mental health applications and Employee Assistance Programmes (EAPs) as well as mindfulness training and financial wellbeing seminars (Zoghbi-Manrique-de-Lara et al., 2019).
[bookmark: _Toc225720636]Research Problem
Using the Iceberg Model of identifying the problem (Quinlan et al., 2019; Zikmund et al., 2013), the observable problem (the waterline problem) is the chronic, economically debilitating rate of staff turnover in the UK retail stores. Although human resource departments report on financial expenditure toward corporate wellbeing platforms, such financial outlay is not often yielding concrete gains in the retention in the shop floor (Zhai et al., 2025; Allen et al., 2010).
The real problem is a profound gap in efficacy and accessibility, that is essentially beneath the surface. Although corporate leaders are conscious of burnout, a gap in the empirical knowledge on how such interventions directly influences the frontline retail staff remains a problem, which has historically been central to the bigger corporate wellbeing discussion, once dominated by office-based and white-collar employees (Wallace and Coughlan, 2022; Bakker and Demerouti, 2016). In fact, according to various reports by frontline workers, corporate wellbeing programmes are either unavailable when there is intense shift or they are part of performative box-ticking interventions that do not focus on the causes of their exhaustion (Cohen et al., 2023; Varga et al., 2021). The retail corporations are now acting on assumption of wellbeing efficacy instead of measuring wellbeing by empirically validated measures that are based on the most vulnerable employee groups.
[bookmark: _Toc225720637]Significance of the Study
This research includes deep theoretical insights and value in practical terms. In theory, it fills a gap in the literature on Organisational Behaviour (OB) literature because it isolates the exclusive use of frontline retail staff serving as a unique unit of analysis. It directly and indirectly examines the impact of wellbeing programme participation on turnover intention through the mediation of burnout. In such a way, this study can provide the current body of evidence with new empirical data tuned to the environment of the modern UK retail, adjusting these approaches to their reality, namely, to Job Demands-Resources (JD-R) and Social Exchange Theory (Maalouf et al., 2023).
In practice, employing a stringent quantitative approach, the research will provide HR directors, the managers of retail operations, and corporate policymakers with the solid empirical information. This information will enable them to audit and overhaul the existing investments in wellbeing strategically, changing the current operational priorities away from superficial corporate amenities towards psychologically robust interventions that genuinely address frontline burnout, maximising their human capital Return on Investment (ROI) and stabilising the labour force.
[bookmark: _Toc225720638]Research Aim, Objectives, and Questions
To ensure rigorous methodological alignment and establish a clear 'Golden Thread' throughout the proposal, this study strictly adheres to the principle of conceptual mapping. This ensures a 1:1 relationship between research objectives and research questions.
[bookmark: _Toc225720639]Research Aim
The overarching aim of this research is to critically evaluate and quantitatively measure the effectiveness of corporate wellbeing initiatives in mitigating burnout and improving employee retention among frontline retail staff in the UK.
[bookmark: _Toc225720640]Research Objectives
1. To evaluate the current severity of burnout and the perceived accessibility of existing corporate wellbeing initiatives among UK frontline retail staff.
2. To analyse the statistical correlation between employee participation in corporate wellbeing initiatives and the reduction of specific burnout symptoms.
3. To synthesise the mediating role of burnout severity in the statistical relationship between wellbeing initiative participation and employee turnover intention.
[bookmark: _Toc225720641]Research Questions
1. How do UK frontline retail staff rate their current levels of occupational burnout and the practical accessibility of their organisation's corporate wellbeing initiatives?
2. What is the statistical correlation between participation in corporate wellbeing programmes and the severity of burnout symptoms among frontline retail staff?
3. To what extent does burnout severity act as a mediating variable in the relationship between corporate wellbeing initiative participation and employee turnover intention in the UK retail sector?
[bookmark: _Toc225720642]Literature Review
[bookmark: _Toc225720643]Introduction and Theoretical Frameworks: The JD-R Model and Social Exchange Theory
This literature review offers a critical analysis of the complex structural relationship involving corporate wellbeing initiatives, employee burnout and staff retention in the highly challenging UK retails business setting. In order to develop a solid theoretical framework, the recent literature in academia (2022-2026) has been systematised to shed some light on what precisely the psychological processes that lead to perceived organisational support translate to quantifiable longevity among employees. Employee retention and workplace health have operational dynamics that are rooted in the traditional socio-cognitive models, and the most significant ones are the Job Demands-Resources (JD-R) model (Demerouti, 2025; Bakker and Demerouti, 2016; Martínez-Díaz et al., 2023) and the Social Exchange Theory (SET) (Blau, 1964; Maalouf et al., 2023).
JD-R model assumes there is a universal structural reality: each occupation has its particular risk factors related to job stress, which can be classified into two broad, interacting groups: job demands (e.g., intense emotional labour, antagonistic customer interactions, unyielding physical fatigue) and job resources (e.g., managerial empathy, workplace autonomy, formal corporate wellbeing programmes). Zhang et al. (2025) observed that once the job demands continue to exceed the available job resources, employees are inevitably exposed to an extensive energy drainage, which will ultimately result in serious burnout. On the other hand, well-established and successfully implemented corporate wellbeing programmes serve as very important psychological-protective job resources that counter the psychological effects of these demands, actively fostering work engagement.
At the same time, the Social Exchange Theory predicts the mutuality of employer-employee relationship. A retail corporation that invests in actual, and extremely accessible, wellbeing initiatives is a direct indication of Perceived Organisational Support (POS) to the workforce. This assistance then becomes integrated into the employees at a subconscious level operating under the sociological principles of reciprocity and is returned by employees with a higher level of organisational commitment, discretionary effort and a much lower level of intention to leave the firm (Zhai et al., 2025; Allen et al., 2010; Gómez-Borges et al., 2022).
[bookmark: _Toc225720644]The Current State of Burnout Among UK Frontline Retail Workers
A clear and worsening crisis of occupational burnout in the retail industry and in particular within the context of the retail sector is being pointed out by the modern academic literature. The conceptualisation of burnout is a global phenomenon and stands as one of the serious psychological conditions that transpire as a result of a long-lasting maladaptive reaction to the extended inter-assessing stress factors in the workplace. It is conventionally assessed with the help of the Maslach Burnout Inventory (MBI) on the basis of three dimensions: emotional exhaustion, depersonalisation (cynicism at work), and a decrease in the personal accomplishment (Kopuz et al., 2025). In relation to frontline retail employees, it is the emotional exhaustion that is identified in the literature as overwhelmingly the hardest and most widespread dimension (Pienaar et al., 2025; Cheng et al., 2025).
The contemporary retail landscape prescribes high-order emotional labour, a professional need that forces the store employees to strictly control their own authentic responses, in the hope of experiencing a hospitable and submissive corporate mask, despite extreme negative customer aggression or troubling internal suffering (Liu et al., 2025; Afolabi et al., 2023). This is the continuous cognitive dissonance that is known to trigger rapid burnout as a primary and systemic process. Moreover, the British retail industry is largely based on algorithmic shift scheduling, zero-hour contracts that are not predictable, and precarious labour relations. Willems et al. (2022) and Kalinienė et al. (2021) critically mention that these macro-structural factors deprive frontline workers, in a systematic way, of operational control and predictability of the schedule, which significantly worsens physical exhaustion and mental suffering. Although extensive research on human resource issues in general recognises burnout in many of the different business fields, there exists a point of need to determine the exact magnitude of the problem in the hyper-specialised and highly susceptible background of the UK frontline workforce in retailing. To obtain this underlying measure and create a standard against which corporate interventions can be measured, the following hypothesis is advanced:
H1: UK frontline retail staff exhibit statistically severe levels of emotional exhaustion and burnout, which negatively correlate with their perceived accessibility of corporate wellbeing resources.
[bookmark: _Toc225720645]Corporate Wellbeing Initiatives: From 'Box-Ticking' to Strategic Necessity
To address this mounting burnout crisis directly, a rapid transformation has occurred in corporate wellbeing programmes, which are no longer isolated, luxury HR options, but are now increasingly being implemented as key points of strategic organisational focus. The literature effectively classifies these wellness interventions into three levels: primary interventions (proactive interventions, which act in the direction of eliminating the stressor altogether, i.e., structural shift redesign or a higher number of staff), secondary interventions (aimed at changing the cognitive response of the employee toward inevitable stress, i.e. the provision of mindfulness apps or resilience training), and tertiary interventions (reactive measures aimed at treating the resulting symptom, such as EAPs and professional counselling) (Cohen et al., 2023; Wallace and Coughlan, 2022; Sánchez-Segura et al., 2023).
But even despite huge financial outlay by retail conglomerates, much of the critical HR literature is often marked by a widespread, endemic efficacy gap. Arguments on this matter, brought out by Gelencsér et al. (2023) and Bonde et al. (2024) are that these corporate wellbeing programmes often overuse secondary and tertiary interventions. This strategic choice effectively places the burden of stress management squarely on the individual employee (e.g., a free corporate yoga application) instead of imposing the responsibility of fixing the systemic stress of the retail environment (e.g., chronic understaffing or offensive management) on the organisation. The phenomenon is commonly referred to in the modern day as such as performative wellbeing, or wellness washing. As long as front-line employees view such initiatives as empty, token corporate box-ticking instead of substantive change, operational support, etc., the interventions have a disastrous impact on creating the expected two-way commitment described by the Social Exchange Theory (Zoghbi-Manrique-de-Lara et al., 2019; Fida et al., 2021; Janssen et al., 2018). This makes it an academic necessity to empirically quantify not only the existence of these initiatives, but also their real as well as quantifiable efficacy in decreasing the severity of symptoms at the shop floor.
[bookmark: _Toc225720646]The Accessibility and Efficacy Gap: Frontline vs. Corporate Staff
One of the most discussed and contentious topics of present-day HRM literature is structural inequity that determines the nature of how wellbeing programmes are implemented, distributed, and utilised in the context of large, multi-layered retail organisations. The corporate wellbeing discourse and budgetary allocation, as well as programmatic design, used to be traditionally focused on white-collar, office-based professionals (Bakker and Demerouti, 2016; Kumprang and Suriyankietkaew, 2024). Structurally and culturally, it is possible that in the case of head-office corporate staff members, a midday webinar on wellness, a gym membership with a subsidy, or the ability to work at their own pace is an option to deal with acute stresses. But in the case of frontline retail workers, the rigid operational reality of the shop floor makes these very same efforts practically impossible.
As the comprehensive overview of precarious employment conducted by Hadjisolomou (2022) has found, a retail worker cannot just leave a crowded checkout queue to use a corp-provided mindfulness app or go to the stress-management seminar. Moreover, digital sharing of wellness materials are commonly pegged on corporate intranet portals or company emails, which front line employees also have exceptionally low time, access to a gadget, or managerial permission to access during paid labour (Filippelli et al., 2025). Such a deep lack of accessibility leads to serious depersonalisation and cynicism in institutions, which are the fundamental elements of the MBI burnout scale. When, through corporate communications, frontline workers are persistently made to believe that the organisation cares about their wellbeing very much but cannot effectively access the resources made available to them because of operational limits, it proactively worsens a sense of disenfranchisement and structural injustices (Mayr and Teller, 2023). Consequently, the real participation rate and perceived accessibility of these programmes are the determining variables of the real effectiveness of these programmes. In order to test the influence of authentic, structural participation on reduction of symptoms empirically, the following hypothesis is formulated:
H2: There is a significant negative correlation between active participation in corporate wellbeing initiatives and the severity of measured burnout symptoms among frontline retail staff.
[bookmark: _Toc225720647]The Impact of Wellbeing and Burnout on Employee Retention
Mass employee attrition is the final, disastrous commercial result of unchecked burnout. Exceptionally high baseline turnover rates are inherent to the retail industry, though recent literature now empirically shows that chronic burnout increases the turnover intention exponentially, rapidly switching employees in a state of passive disengagement to a state of active, aggressive turnover intention (Zhou et al., 2024; Roesner et al., 2024). Huge turnover has a structural impact to disrupt retail actions, mercilessly deteriorating the quality of customer service, weakening institutional knowledge, and inflicts a massive expense on the organisation in recruitment, onboarding, and training (Allen et al., 2010).
Nonetheless, measuring the immediate, causal influence the wellbeing initiatives on retention presents a very complicated behavioural equation into research. Although a common assumption among traditional HR practitioners may hold that there is a simplistic, linear relationship (i.e., the introduction of a wellbeing app is directly and independently preventing people to resign), more complex literature on the matter may present a very complex psychological mechanism. The current study assumes that burnout plays a significant mediating role, which is impossible to refute. Initiatives of corporate wellbeing lack the autonomy to persuade an employee directly to remain; well-implemented, easily accessible initiatives effectively restore the lost job resources (as defined by the JD-R model) of an employee, which actively reduces their emotional exhaustion and burnout (as a system at large) (Tsantila et al., 2023). Such a decrease in burnout, in turn, is the only factor that subsequently reduces their active intention to leave the organisation (Zhai et al., 2025; Plant et al., 2024). The quantitative assessment of the real mediating strength of the burnout in between corporate interventions and staff retention is a crucial, but highly underresearched requirement of human resource strategists acting within the retail field. To accurately measure this complicated path of structure in the UK derivation, the ultimate hypothesis is put forward:
H3: Burnout severity acts as a significant mediating variable in the relationship between corporate wellbeing initiative participation and employee turnover intention.
[bookmark: _Toc225720648]Conceptual Framework
To conclude, the critical literature synthesis indicates a complex, multi-phase conceptual framework that can be used to control occupational health and human capital retention in retail. 
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[bookmark: _Toc225720623]Figure 1: Conceptual Framework of the Study (Source: Author)
The literature shows conclusively that frontline staff experience job demands that are unique and extreme causing severe emotional exhaustion (H1). Although wellbeing programmes at the corporate level exist theoretically to impart crucial job provisions their feasibility largely depends on the actual frontline availability, and the actual frontline engagement, which is the viable option to actively suppress the manifestations of burnout instead of posing as a figure of performance (H2). Last but not least, these HR interventions alone are not sufficient to achieve retention; instead, they should be effective in reducing burnout, which is the key, psychological mediating factor that does not allow the process of transforming turnover intention into burnout (H3). This theoretical framework has the rigid theoretical background that is required to continue on with the rigorous, positivist methodological design, given in the following sections.
[bookmark: _Toc225720649]Research Methodology
The “Research Onion” framework created by Saunders, Lewis and Thornhill (2019) guides the methodology of this investigation systematically. This systematised approach guarantees a rational, rigorous flow between general philosophical paradigms and, down to, the so-called actual data analysis processes of viable workforce analytics.
[image: | Research onion (Saunders et al., 2019, p. 108).]
[bookmark: _Toc225720624]Figure 2: The “Research Onion” framework created by Saunders, Lewis and Thornhill (2019)
[bookmark: _Toc225720650]Research Philosophy
Research philosophy is a set of assumptions that a researcher adopts in the nature of truth and a manner in which knowledge is acquired legitimately. Such assumptions are based on ontological, epistemological, and axiological assumptions, which, in turn, will influence the whole investigation process (Burrell and Morgan, 2017; Quinlan et al., 2019). This study adopts a stringent positivist paradigm.
Ontology (the nature of reality): The research is based on a view of Objectivism. It also presupposes that phenomena in the workplace, including occupational burnout, the rates of utilisation of HR programmes, and employee turnover intentions are measurable external facts instead of illusions that are socially constructed and reliant on individual interpretation (Blaikie and Priest, 2019; Howell, 2013).
Epistemology (what is valid knowledge): According to positivism, only empirical, observable pieces of data can bring about valid academic data. Due to the main focus of this study, that is, to quantitatively in a strict sense estimate the statistical significance of corporate initiatives and strictly meditate the mediation hypotheses, a positivist epistemological approach is required. The valid knowledge here should be based on statistical aggregation of survey results as opposed to the use of subjective stories (Sekaran and Bougie, 2019; Zikmund et al., 2013).
Axiology (the place of values): The research is value-neutral. The researcher acts as a disinterested observer to ensure that the subjective thoughts of retail management practice or emotional leaning around employee wellness would not affect the process of statistical modelling or analysis of the human resource data (Bryman and Bell, 2015).
Other philosophical perspectives have been taken into account especially Interpretivism, but they were not suitable in the objectives of the study. Although interpretation methods are superb when examining the highly individualistic accounts of the reasons one is stressed, it is incapable of producing the macro-level statistical generalisations and propose predictive retention algorithms that would be required to address the fundamental research questions sowed in this proposal (Myers, 2019).
[bookmark: _Toc225720651]Research Approach
As per the adopted positivist philosophy, this study is based on a Deductive approach, which uses the deductive logic. A deductive framework functions top-down: it proceeds to start with distributed theoretical constructs based on current literature (i.e., the Job Demands-Resources Model and Social Exchange Theory), derives explicit, testable hypotheses of these frameworks, and develops a strong plan to test or reject these hypotheses with empirical workforce data (Babbie, 2020).
It is a logical sequence, and it goes in a straight direction: Theoretical foundation → Hypothesis generation → Empirical data collection → Statistical hypothesis testing. An inductive approach, on the other hand, in which hypotheses are formulated downwards based on unstructured qualitative data, is not suitable to this project. Due to the large and mature body of literature on occupational psychology, the academic urgency in this direction is not to create any completely new theoretical framework, but rather to confirm the existing theories in the unknown setting of UK frontline retail (Thomas, 2017).
[bookmark: _Toc225720652]Research Design Choice
Constrained by the philosophical parameters outlined above, this investigation will definitively employ a Mono- method Quantitative research design. Quantitative inquiry involves the transformation of raw responses of the participants into inflexible numerical factors to derive accurate statistical covariances, relationships, and causal inferences of the independent and dependent workforce variables (Hair et al., 2019; Meyers, Gamst, and Guarino, 2016; Kline, 2015; Ho, 2013).
This design will offer a macro-level analysis perspective, and the researcher will use it to establish large proportionate trends in the UK retail labour market. A qualitative or even mixed-method design, which is potentially valuable in providing contextual detail, was not accepted due to a fundamental lack of the ability to produce the statistically significant, generalisable correlations to address the research objectives (i.e. how burnout mediates retention). Moreover, the implementation of the qualitative aspects would be a violation of the strict ontological parameters of the selected positivist paradigm within the constraints of a Master dissertation schedule (Creswell and Plano Clark, 2017).
[bookmark: _Toc225720653]Research Strategy
A Survey strategy will be used as the main mode of data collection. It is well known that surveys serve as the most structurally effective means of deductive, explanatory research by allowing in a very cost effective way the use of large body of quantitative data on the part of large cohorts of demographics (Saunders, Lewis and Thornhill, 2019; Dillman, Smyth, and Christian, 2014). The survey will be conducted with the help of the cross-sectional design; in other words, it will help to capture a characteristic cross-section of storefront retail attitudes at the particular point in time. Even though longitudinal research is the most preferred study mode in establishing the causality of retention over the long run, a cross-sectional method is the best established standard of research in HR analytics, considering the fast nature of employee turnover rate within the retail sector and time limits in academia (Spector, 2019).
[bookmark: _Toc225720654]Methodological Suitability Assessment
Specifically, the choice to strictly utilise a quantitative, survey-based approach requires hard academic grounds. The undisputed strength of quantitative approach lies in its unmatched capability to produce highly reliable datasets that are replicable across geographically dispersed retail samples. This enables the determination of conclusive, forecasting models as far as employee turnover is concerned (Muijs, 2010). In industry terms, the human resource directors who have large corporate budgets on wellness need a statistical demonstration of effectiveness (e.g. prove that increase in turnover intention by one unit is related to a provable reduction in the wellbeing programme participation). These forecasting analytics offer much more practical leverage to the strategic decisions by the board compared to the qualitative anecdotes (Kumar, 2015; Zikmund et al., 2013).
Nevertheless, the propensity to psychological reductionism, which comes with the positivist paradigm, the inherent problem with the flattening of highly complex human experience, including deep-seated burnout or underlying mistrust within an institution, into hard numerical categories, was often pointed out as a major weakness of the positivism paradigm (Yilmaz, 2013). To provide rigorously to counter this limitation and ensure construct validity, this research will entirely forego the development of new metrics. Rather, it will make use of highly-researched, peer-tested psychometric measures (like Maslach Burnout Inventory and associated turnover intention scales) that will ensure that the numerical scales accurately and reliably reflect the complex, theoretical aspects they are meant to (Furr, 2011; MacKinnon et al., 2007).
[bookmark: _Toc225720655]Operational Techniques and Procedures
[bookmark: _Toc225720656]Instrumentation and Data Collection Tools
Information will be collected systematically through highly structured and self-administered online Questionnaires. The survey design will be a digital survey building and implemented in Qualtrics, the high-quality and cloud-based survey tool that is officially approved by the University Research Ethics Committee. Qualtrics was chosen due to its high-tech functionality: it flawlessly improves the routing of complex surveys to minimise respondent fatigue, ensures impeccable mobile functionality (which is imperative considering that retail employees will most likely fill the survey out on their smartphones outside of the shift), and generates impeccable and pre-written CSV files that can be statistical process immediately (Bradley, 2013).
In a bid to establish content validity, the questionnaire will be subdivided into specific areas that will depend solely on the use of 5-point Likert scales (with a scale of 1 Strongly Disagree to 5 Strongly Agree). The main constructs of measurement are:
· Independent Variable (IV): participation in Corporate Wellbeing Programme and Perceived frontline Accessibility.
· Mediating Variable: The severity of burnout (measured by validated adaptations of the MBI that is the specific separation of emotional exhaustion and depersonalisation).
· Dependent Variable (DV): Turnover Intention.
· Control Variables: Age, gender, retail sub-sector, tenure period, and type of employment contract (e.g. guaranteed hours vs. zero-hours).
[bookmark: _Toc225720657]Sampling Strategy and Target Demographics
The target group is also limited to frontline employees in the UK retail industry, specifically those who are non-managerial, face-to-face employees, i.e. sales assistants and cashiers, who are currently employed by an organisation that provides formal corporate wellbeing programmes.
Due to the lack of an exhaustive, publicly available sampling frame, i.e. an overall registry of all UK retail workers, probability sampling methods are mathematically invalid (Taherdoost, 2016). As a result, effective non-probability sampling techniques will be implemented. Purposive Sampling will be performed the first wherein, at the beginning of the survey, there will be rigorous screening questions that will instantly extract survey participants who do not qualify in terms of the exact occupational requirements. This shall be directly then smoothly preceded by Snowball Sampling through professional digital networks. It will strategically saturate the retail worker community boards, LinkedIn professional communities, and union community boards with the Qualtrics link and use peer-to-peer networks to spread the survey quickly and reach the necessary amount of responses (Etikan, Musa, and Alkassim, 2016).
In order to ensure sufficient statistical power to support the desired multiple regression and mediation analyses a priori sample size calculation was performed (based on the rule of thumb by Green: where m is the number of independent variables). A strong conclusive target of  valid and engaged answers will be sought in order to safely factor in data cleaning and untapped response (Green, 1991).
[bookmark: _Toc225720658]Statistical Protocol and Analytical Techniques
The final version of the Qualtrics deployment will result in the exportation of the raw data into the pre-coded CSV file, which will be ingested directly into IBM SPSS Statistics (Version 28+) to undergo a strict, multi-step quantitative analysis (George and Mallery, 2019). The analytical framework will be carried out in detail in four different phases to ensure the statistical integrity:
1. Cleansing of Data: The data will be subjected to intense examination of missing values, non-responsive response trends (e.g., straight-lining), and wide statistical outliers with Mahalanobis distance testing (Field, 2018).
2. Descriptive Profiling and Assumption Checking: Descriptive demographics will be obtained (frequencies, means, standard deviations). More importantly, the underlying parametric assumptions will be severely scrutinised: normality of data will be checked with the help of Shapiro Wilk test, homoscedasticity will be examined with the help of scatterplots, and multicollinearity will be disqualified with the help of Variance Inflation Factor (VIF) scores that will be kept at the safely lower level under 5.0 level (Ho, 2013).
3. Reliability validation: Cronbach’s Alpha will be used to determine the internal consistency of each multi-item Likert scale through mathematical testing (imposing a rigid criterion of ). Exploratory Factor Analysis (EFA) can be implemented to ensure that the questions in the surveys are loaded on their intended theoretical constructs (Tavakol and Dennick, 2011; Furr, 2011).
4. Hypothesis Testing: To specifically respond to the research goals and confirm the conceptual framework:
· The ANOVA and Independent Samples T-Tests will be used to measure the differences in the severity of baseline burnout among various retail demographic groups (testing H1).
· The Pearson Correlation Coefficients  shall be calculated to determine the underlying strength and direction of the negative correlation between programme participation and burnout mitigation (underpinning H2).
· Lastly, Multiple Regression Analysis, formally involving complex mediation analysis protocols, will be performed to strictly consider the mediating impacts of burnout, formally establishing the direct and indirect statistical pathways needed to confirm the main hypothesis on retention (H3) (MacKinnon et al., 2007).
[bookmark: _Toc225720659]Anticipated Methodological Limitations
In order to ensure high standards of scholarly integrity, a number of methodological limitations are to be actively taken into consideration:
Self-Report Data and Social Desirability Bias: Survey data by itself is quantitative in nature, which implies that it is based on self reporting. The anonymity of the survey participants may make them vulnerable to social desirability bias or fear of the employer repercussions when answering sensitive HR related questions such as the turnover intention or acute burnout (Podsakoff et al., 2003). This risk will be closely countered by providing the University of Guilford the full anonymity in the Qualtrics qualitative settings and stressing the respondents the fact that the raw information will never reach their employers.
Limitations of Cross-Sectional Design: Since the cross-sectional character of the data set has been set, it is not possible to assert absolute, unquestioning causal relationship (i.e. that HR programme A will prevent employee B to resign in the next multi-year period) in the same research as it is possible with longitudinal researches (Levin, 2006).
Limitations of Demographic Generalisability: The results of the current study will be demarked by the UK frontline retail setting. Proceeding to generalise these retention-related indicators to radically different work areas (e.g., corporate finance or the frontline workforce in a health care setting) should be considered with the utmost scholarly precision because of radically different stress factors and work challenges.
[bookmark: _Toc225720660]Resource Implications and Project Timeline
[bookmark: _Toc225720661]Resource Implications
The effective completion of this dissertation project will require the prudent assessment of three fundamental types of resources:
Financial Resources: Modest funding is anticipated. The basic data collection would be based on the university-approved platform of Qualtrics, whereas qualified statistical tools such as IBM SPSS will be needed to perform the data analysis rigorously (George and Mallery, 2019). The cost of processing quantitative data is greatly lowered by institutional access to SPSS, and high-end academic databases.
Time Resources: Time management is required. The duration of the project will be seven months (March to September), where there are timelines that will be allocated to specific activities in order to facilitate even distribution in workflow as seen in the Gantt chart that has been drawn visually.
Human Resources: The participation of the participants and academic oversight are very vital in the determination of viability of the research. It relies on obtaining strong data by reaching the frontline retail personnel in the UK through the digital networks without compromising on the corporate solicitation policies. In addition, the ethical guidance and critical commentary on draft chapters require the permanent assistance and access to the designated academic supervisor.
[bookmark: _Toc225720662]Project Timeline
The dissertation follows a timeline in order to ensure that the research is systematically organised. The project begins in March with research goals specification and outlining of the introduction. The literature review will be done in the month of April to establish a solid theory. The main data collection tools (Qualtrics questionnaire) are planned to be developed and pilot-tested in May throughout the process of filing the PG2 ethics application.
The active data gathering begins in June and ends in July, to guarantee the necessary minimum sample size and to have a buffer time to slow reaction rates inherent to retail workers. In August, the focus transitions to data analysis, deploying multiple regression and correlation techniques via SPSS. The project comes to an end in September where the remaining resources are allocated to the final report writing, formatting, and proofreading.
[bookmark: _Toc225720625]Table 1: Project Timeline of the Study (Source: Author)
	Research Activity
	Mar
	Apr
	May
	Jun
	Jul
	Aug
	Sep

	1. Research Scoping: Defining the retail retention crisis & drafting Introduction
	 
	 
	 
	 
	 
	 
	 

	2. Theoretical Framework: Reviewing JD-R Model & Social Exchange Theory literature
	 
	 
	 
	 
	 
	 
	 

	3. Instrument Design: Adapting the MBI scale & securing PG2 Ethical approval
	 
	 
	 
	 
	 
	 
	 

	4. Primary Data Acquisition: Surveying retail staff (includes buffer for shift patterns)
	 
	 
	 
	 
	 
	 

	5. Statistical Modelling: SPSS assumption testing & burnout mediation analysis
	 
	 
	 
	 
	 
	 
	 

	6. Report Finalisation: Synthesising HR policy recommendations & academic formatting
	 
	 
	 
	 
	 
	 
	 


[bookmark: _Toc225720663]Ethical Considerations
Ethical responsibility is therefore a vital element in this research due to the implication of human subjects. The ethical scope of the current study is constituted by established academic protocols and GDPR legislation in implementing its quantitative methodologies (Israel and Hay, 2006).
Before consent is given, the participants will be provided on the Qualtrics interface with exhaustive information about the objectives of the study and the procedures. The study will obtain clear digital consent of all retail respondents with regards to their participation in the questionnaires. Since burnout is a psychological construct, the information sheet will also cause some links to standard resources in mental-health support (e.g., Mind, Samaritans) as a precaution due to duty of care.
The data that will be obtained will be securely guarded with stringent anonymisation measures. The data volumes will have high confidentiality and will be safely placed as encrypted university systems just to carry out this study (Wiles et al., 2008).
All the respondents have a right to participate in the study and pull out any time before the final submission without any negative consequences or explanation needed.
The project will ensure the protection of data with strict adherence to the requirements of the GDPR (Article 89) throughout the collection, retention, and analysis stages. The Qualtrics questionnaire will be configured to remain anonymous to avoid IP address and other recognisable information storage.
Before starting fieldwork, the PG2 ethics application shall be subjected to a stringent assessment process by the academic ethics committee. Such compulsory regulations ensure that ethical norms and rights of participants are perfectly observed.
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