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Abstract

This research investigates the significant effects of High-Performance Work Systems (H
worker happiness and well-being in the UK retail industry. It looks at the complex_int

between different HPWS components, measures of employee well-being, and wo tisfgction

determining workers' well-being and job satisfaction, includin

and development, performance management, and incentives pr s. Notably, it draws
attention to the very strong relationships that exist be n_employee well-being and work

satisfaction as well as between incentives programm jo isfaction. Moreover, the study

highlights the interdependence of these Vag'}ab it WS, highlighting the fact that a
comprehensive strategy that incorporates e n produces more noteworthy results for
work satisfaction. These results have im amifications for academics and professionals

alike. They add to the expanding corp rmation on HPWS and employee outcomes and
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1 Chapter 1: Introduction
1.1 Background

Organizations today are increasingly focused on adopting strategies that enhance é&:ir

performance and the well-being of their workforce in the competitive business 1 ap¢) One

prominent approach gaining attention in the field of human resource 4na
implementation of High-Performance Work Systems (HPWS) (Miao a
be defined as a set of human resource practices that synefgistically align individual and
organizational objectives (Alfes, Veld, and Fiirstenberg, 2020) e

practices encompass

selective recruitment, comprehensive training and develo t initiatives, involving employees

in decision-making processes, implementing robus e management systems, and

offering competitive compensation and ince?}ve critical area of research pertains to
the relationship between HPWS and employeesw ing; encompassing aspects such as physical

health, psychological welfare, job satisfac k-life balance, and overall quality of life (Kelly

et al., 2020). Research indicates that a ned HPWS can positively impact employee well-

being by providing opportuniti al development, autonomy, skill enhancement, and
fostering a positive worlé>e irongent (Zhang et al., 2020). This, in turn, may lead to improved
overall health, reduced »‘ and increased job satisfaction.

ionat-performance is intricately linked to employee satisfaction, which

, commitment, and productivity., HPWS practices like employee

development opportunities, and fair incentive systems have been

demonstrated to significantly influence employee satisfaction (Santhanam and Srinivas, 2019).




potential negative consequences of HPWS implementation, such as increased workloads

1.2 Aim and Objectives

the UK retail sector, a significant contributor to the country's GDP and a ma source of
employment opportunities. @

The purpose of this research is to investigate the impag¢yof high-performance work systems

(HPWS) on employee satisfaction and well-being in t retail Andustry.
The objectives of the study are O %
e To identify the key factors influe employee well-being and satisfaction in the UK

retail sector.

e To explore potential d challenges associated with the implementation of

HPWS in the UKSetai
e To provide pradtic mendations for organizations in the UK retail sector to enhance
employee eingand satisfaction through effective implementation of HPWS.

How dges the impleémentation of high-performance work systems (HPWS) in the UK retail sector

afi yee well-being and job satisfaction?



1.4  Significance of the Study
The proposed research, which looks at how high-performance work systems (HPW%
employee satisfaction and well-being in the UK retail sector, has substantial implicatio%t

theoretical and practical fields. This study adds to a fuller understanding of the com eraction

between work systems, employee well-being, and job satisfaction in an

changing work dynamics and increased employee expectations. The result

provide insight into the critical elements affecting employee happiness and Wwell-being, with the

UK retail industry acting as the main point. For retail companie ing fo/maximize their staff

companies create employee-centered policies that can enha

management practices, this information is of great importa Knowing'these elements may help
izational performance overall

and increase job satisfaction and attrition rates.

the UK retail environment might pro

In addition, investigating possible drawback culties associated with the use of HPWS in
ortant insights. By addressing these issues,

businesses may avoid problems before and improve their plans, assuring the successful

integration of HPWS while minj tive effects. In the end, the study's useful suggestions
might completely alter h%sz%> ne in the UK retail industry. These findings may be used by
organizations to promqfg acultute.0f wellbeing, which will improve employee morale, work-life

Businesses may nurture a more motivated and engaged staff,

th and competitiveness in the changing retail sector, by integrating HR




1.5 Rationale of the Study

This research is noteworthy for a number of reasons. First off, it is crucial to investigate tec%l/i%gj é)
K1

that might improve employee well-being and satisfaction since the retail industry in&

sector. Organisations in the UK retail sector will learn more ential advantages,

difficulties, and suggestions for implementing HPWS by con
create a positive work environment that fosters employee -being and satisfaction, which will
ultimately lead to improved performance and competitive-advantgge.

1.6 Structure of the study O

The study's five chapters are organized as folfowss Chapter 1 presents the backdrop by describing

tudy. The goal is to

the importance of the UK retail sector and ial role of employee happiness. It is proven why

studying High-Performance Work Syst: S) is important in this situation. The theoretical

foundation of HPWS, its elem complex link between employee well-being and job
satisfaction are all expla<g1 in ter 2's thorough literature analysis. The chapter goes into
further detail on the el e%ffect these results in the retail industry, offering case studies
and pointing out in ody of knowledge. In Chapter 3, the research methodology is

the strategy that was selected, the data gathering techniques, and the analytic




the body of prior research and incorporating qualitative views. The last section, Chapter 5, inclu

a conclusion and recommendations. The formulation of recommendations for theory and
places an emphasis on the efficient integration of HPWS and the development of probl

techniques. Future research directions are presented as the chapter comes to a clos

performance in the thriving UK retail sector.



2 Chapter 2: Literature Review

In order to maximize employee potential and organizational success, HPWS combines er

2.1 Interplay Between HPWS, Employee Well-being, and Job Satisfaction &;E
%

of strategies into its strategic approach to workforce management. Selective hiting/thdrough
training, employee empowerment, performance-based incentives, and chance$ growth are
typical HPWS components. These procedures are intended to foster an h ork where

staff members are encouraged to succeed as well as given/tHe fy¢edom fo make valuable
contributions. The favorable effects of HPWS on employee at es,/behaviors, and overall
organizational performance are highlighted by research by/Jlt’t al. (2019). Employee well-being
is a complex concept with many facets, such a 0 al, emotional, and physical

components. Positive affect and a feeling of<§11 n are two components of emotional

well-being, whereas competence, autonomy, atedness are three components of

psychological well-being. The state of o ical fitness and health are related. The sum of
these factors influences a person's ove eing. Growing data, as emphasized by Shanafelt

and Noseworthy (2017), show mplayee well-being is essential to their ability to execute

their jobs and may have Q Mpa engagement, productivity, and organizational success.




similarly complex how HPWS and work satisfaction are related. Job happiness may be influenc

by HPWS strategies that support employee empowerment, recognition, and career progﬂ%%
wor

According to literature by Dorta-Afonso et al. (2021), HPWS may improve ov

experiences and match employee values with company aims to have a favorable t ob

1ness have

satisfaction. Previous studies on the relationship between autonomy and emplga

al. (2019) show that workers with greater well-being experichce better levels of job
satisfaction, which is why well-being is frequently see
in HPWS might encourage this link. The tools offered by HPWS may enhance

wellbeing, and when workers feel content an% ith their work, this can transfer into

increased job satisfaction. &

The panorama of organisational dynam the UK retail sector is intimately shaped by the
theoretical framework includin , employee well-being, and job satisfaction. This approach,
which is based on prior rg , als these constructs' significant interdependencies. It clarifies

how implementing HP, ctises may affect well-being, which then affects job satisfaction.
This leads to a bet 0 e of worker dynamics and provides information that can be used to




take on increased significance. Stress-inducing factors at work include high demands, long ho

and client expectations. The harmful consequences of excessive effort on employee well-b are

and development possibilities, have a major impact on
rewards are essential for providing for material requiremaen

Self-Determination Theory, intrinsic motivat

o
=
7]

happiness. Deci and Ryan (2017). By incorpora he as, businesses that provide employees

with opportunities for development, auto, %d acknowledgment create an atmosphere that

promotes their well-being and work s .

In the quest for employee w

happiness, the path of career growth and skill




between coworkers and managers (Southwick and Southwick, 2020). Furthermore, Holmber
al.'s (2018) study highlights that a pleasant and secure work environment increases ove 'oz é)

satisfaction. Companies that place a high priority on developing a healthy workplace en men

and welcoming workplaces are likely to see greater levels of happiness and satisfa

Employee views are shaped in large part by the foundation of executive @o and good

communication. A culture of trust is fostered by leaders that supp Qunication,

fairness, and openness (Yue et al., 2019). According to Hauff ¢ portive leadership
has a direct impact on the happiness and well-being of employe
employee engagement by encouraging leadership developfirent and participatory communication
increase employee happiness and well-being. The ide pl liberty and involvement rings
true as a cornerstone for fostering happiness ii}d fi m rinsic motivation and creativity are

fueled by giving workers liberty in decision-yfiak involve them in procedures (Trif, 2020).

According to Huang et al. (2010), pagti ry decision-making fosters ownership and

involvement. Organizations that encou yee engagement and autonomy in the workplace

provide a conducive atmospher: ea ellbeing.

Q&

The retail industry has a co% varied web of elements that influence employee happiness

and well-being. In addit} highlighting their interdependencies, a thorough grasp of workload

management, tion, career advancement, social support, leadership, and autonomy

ificance to employee experiences. A complete grasp of the complex

relationship betwegén’ employee well-being, contentment, and the distinctive tapestry of the retail

t is advanced by this in-depth research, which is based on current literature. It also

pass for organisational strategy. By skillfully addressing these issues, businesses



may create an environment where employee wellbeing is prioritised, resulting in higher W%

satisfaction and, eventually, lasting organisational success. %
2.3 The Relationship between HPWS and Employee Outcomes &

The connection between High-Performance Work Systems (HPWS) and emlomes

4 @ femporary

serves as an important field of investigation in the constantly changing te
workplaces. This nuanced interaction explores the relationship between, e
work satisfaction and HPWS, which is distinguished by its varigd fechpigues dgsigned to improve
organizational performance. The relationship between HPWS an loyee well-being has been

the subject of empirical investigations, which have shown g complex relationship that emphasizes
loed

the impact of organizational practices on Workers'@ 1 and emotional health. The

adoption of HPWS practices, including &ai&%\\cj and development possibilities,

substantially connected with increased psychotegical well-being, according to an important
gagwde

research by Pak and Chang (2022). The r rlined how firms supporting environments

in line with HPWS standards helped w 1 more competent and purposeful, which in turn

had a good effect on their gen g. Wang et al. (2021) also explored the subject of
emotional weariness and@ nctign of HPWS in reducing its effects. Their findings provide light
gh

erate as a cushion, protecting workers from the stress brought

bilities. This highlights the fact that HPWS methods go beyond

simple opg .‘ nprovements to include the area of employee emotional and psychological
Q ing their overall well-being.
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et al.'s (2019) thorough analysis of the behaviors that boost work satisfaction provided a brg

viewpoint. Their research found that HPWS activities, such offering chances for skill-en ing

training and engaging staff in decision-making, had a direct influence on work satisfacti&%
g

fostering staff members' sentiments of competence and involvement. These results how

@

people but also increases their job happiness. Furthermore, ground-breaking study ¥

HPWS policies have a catalytic impact on creating an atmosphere at work tha €MpOWers

Zhu et al.
(2019) revealed the complex interactions between HPWS and perfermance-based incentives. His
research demonstrated how HPWS practices' acknowledgment 1 benefits increased
workers' feelings of job satisfaction because they made themeel appre€iated and recognized for

their efforts. Together, these studies provide a thorough-picture of/how HPWS practices operate

as a foundation for employee happiness, highlig t cigl part they play in fostering a more

&

%rovide context and complexity to the complex

isfaction. Employee engagement is a significant

fulfilling working environment.

There are mediating and moderating elem

link between HPWS, well-being, and

arguing that employee engagement levels operate as

mediator that often appears in t us.

a moderator for the beneg' @PWS on wellbeing, Sun et al. (2021) provided a ground-
breaking viewpoint. S %

engagement, Whic% ns the door for converting organizational practices into personal
well-bein '.’,, mote, Zhang et al. (2018)'s Self-Determination Theory adds autonomy as a key

within ths context of HPWS practices has the potential to improve intrinsic motivation, which in

that HPWS activities support higher levels of employee

mediator in t tion between HPWS and work satisfaction. The level of autonomy provided

m ase job satisfaction as workers feel more in control of their work.



Further, organizational environment and individual characteristics are included in the dyna%

larger value on stability and work-life balanc 1 strates how the effect of HPWS
Q
techniques changes depending on a person's lif% rofessional aspirations.

is complex and has important ramifications for

The link between HPWS and employee otso

organisational performance. Empirical provide light on the relationship between HPWS
practises and employee well oting psychological and emotional wellness. By
enhancing employee abi1<1?i e ition, and engagement, these practises also profoundly affect
work satisfaction. Indj %ographics and organisational setting, as well as mediating
elements like emplOyee e ment, are what enhance this link. Organisations may deliberately

evelop an atmosphere that not only promotes employee well-being but

also elevates teye work satisfaction by having a thorough grasp of this dynamic link. In turn,
this promotes sustained organisational performance and achievement in a challenging and

angi ironment.



2.4 Downsides and Challenges of HPWS Implementation

The implementation of High-Performance Work Systems (HPWS) has drawn a lot of in tm

employee burnout, is a major issue associated with the introduction 6f HPWS\The quest of greater

productivity and performance might unintentionally create a se ob demands become

relentless. This tendency is consistent with studies done by Mantzalas ¢t al. (2022), who stressed

that the strain to satisfy increased job expectations ult An burnout symptoms. With its

focus on performance goals and results, HPWS le hyas the potential to unintentionally

&

drive workers into a loop of nonstop effort, ihly ading their wellbeing. The increasing

workload, lengthy workdays, and pressu ntinvally produce extraordinary outcomes may

lead to emotional tiredness and a decli ral wellbeing.

S methods may lead to job ambiguity and the

Additionally, the implementati
development of stresses g% the reorganization of duties. The distinctions between duties

and responsibilities m% azy in HPWS since complex roles are often adopted. Role
ambiguity may resygtsfrom ntricacy, which may make workers unsure about the extent of their
ibili ordi

to Tomas (2021), who said that role ambiguity may considerably




position ambiguity and performance goals may have a detrimental influence on work%

psychological health, resulting in lower job satisfaction and worse general morale. The ible

contradiction between high performance and the maintenance of work-life balance is ple

problem for firms implementing HPWS. HPWS methods may place demands on wo 1@ personal

opposition, which may affect both comp

Additionally, the implementation of HPW %es may unintentionally spark employee
sphere and individual viewpoints. A sense of

losing control, an increase in effort, an bout job stability may all be sources of resistance.

In their investigation of this p na, Bhattacherjee et al. (2018) highlighted how resistance

might take the form o? iminished commitment, participation, or even plans to quit the

organization. The exis opposition may create a tense and distrusting environment across

can be promoted by having open communication about the justification for HPW'S

d the expected advantages (Min et al., 2020). The negative consequences of



increased job demands may be mitigated by including well-being initiatives such as str
management programs and flexible work schedules. Role uncertainty and increased perfoymance
demands may be stressful, but creating an atmosphere with supportive leadership a £00
company culture might assist (Wu et al., 2019). Additionally, flexibility in practice
implementation, according to the various requirements and capabilities o @ teams and
people, may aid in striking a balance between productivity and wellbeing.

High-Performance Work System deployment has the po ficantly improve

organisational performance and competitiveness. The path to g these advantages,

however, is fraught with difficulties and possible downsides, adoption of HPWS is a complex

tapestry that includes the increase of work, job a , -life conflict, and employee

resistance. Organisations may take advantage.o reserving the overall welfare of
g y @ p g

their workforce by navigating these hurd% oactive methods that put communication,

wellbeing, and flexibility first. By doing nisations clear the way for long-term success

when high performance is in line oyee happiness and well-being. The dynamic

interaction between HPWS an ssible’ problems emphasises the need of a reasonable and

deliberate strategy in the% fo anisational excellence.
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businesses (Singh et al., 2020). The story of Marks and Spencer (M&S) is a brilliant illustration
the transformational impact of HPWS in fostering organizational advancement. The de ate

adoption of HPWS practices by M&S, which includes extensive training programs, ntive

2022). This success story exemplifies how a comprehensive integration of HRWStechniques may

support employee wellbeing in addition to business progress.

Tesco, a significant participant in the UK retail market, provides y. othef convincing example.

Tesco's trajectory serves as an example of how HPWS a loyee happiness may coexist in

harmony. The potential of HPWS is highlighted by thg 's focus on fostering a culture

of openness, collaboration, and engaged em@ye (Ravani, 2021). Tesco's strategy,
which is defined by matching HPWS principles individual career trajectories, recognizing
and developing internal talent, and provi rtunities for personal growth, is an example of
how businesses may foster a happy and workforce (Tan, 2018). This emphasizes the need
of tailoring HPWS procedures al e various employee incentives. Examining tactics to
improve employee happ<1% %eing within the UK retail industry reveals a range of
solutions that are con %HPWS principles. Consider Asda, a Walmart affiliate that

emphasizes finding 8\ bala etween work and personal life. Asda has created an atmosphere

personal life' b
This is\censistent with the research of Akanji et al. (2022), which highlights the significant

uen ork-life balance on employee happiness and wellbeing.
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The story of John Lewis, a renowned retail cooperative, also perfectly captures
transformational impact of employee ownership and engagement. The core of HPWS is e%
m

by John Lewis's dedication to establishing a feeling of belonging via active employee e:&n
aine

in decision-making processes and profit-sharing (Mishra et al., 2021). The Valu@ in
HPWS processes perfectly complement John Lewis's ethos, encouraging wor} ‘ ela feeling

&

that they closely reflect the fundamental incentiv%r orce. The stories of Asda and John
Lewis highlight the importance of staff engage% ibility (Shingleton, 2018). Employers

that put a priority on employee wellbein ating"inclusive work environments and adaptive

work arrangements routinely see hig of job satisfaction. These procedures strengthen

staff morale, which in turn str orate commitment. They help foster a feeling of

ownership and participat{on

The effectiveness of ‘?" echnfques in fostering organizational excellence while promoting
d



deployment. These case studies provide a path toward a time when company goals and wor
ambitions coexist peacefully. Organizations across sectors may skillfully negotiate the conplex

interaction between HPWS and employee well-being by extracting lessons from these . Th

success stories from the UK retail industry demonstrate how HPWS techniques r ve

ao, 2018).

Organizations may maximize the potential of HPWS, advancing their own successwiile ensuring

organizational performance while cultivating a happy and motivated wor

the whole well-being of their most valuable resource people, by/continuoisly improving their
rcies.

tactics, maintaining dialogue, and committing to employee-first

The lessons learned from these real-world examples serve ompass points for organisations as

they set out on their travels to traverse the complex WS deployment. These case

studies provide a path towards a time wh@ 0 isatiQmd]

peacefully. Organisations across sectors maySki negotiate the complex interaction between
g

goals and worker desires coexist

HPWS and employee well-being by extra ons from these tales. Stories from the UK retail

industry demonstrate how HPWS en used with judgement and strategy, not only

improve organisational perform t alse’foster a happy and engaged workforce. Organisations

may realise the full poteﬁ% S, advancing their own success while ensuring the overall
71 b

wellbeing of their most tesource—people—through the continuous improvement of

of undiscovered aspects that need attention and further research. These gaps in the body

e
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of literature provide unexplored chances to improve our understanding of the complex dynam@

in the retail industry. Regarding how specific personnel types are handled within the frargewor

0) highlights the necessity of

might provide insightful information since research by Wilson

inclusion in HR policies for all employee segments.

Another gap is the scarcity of research on certain well-bei etrics relevant to the retail industry.

Although basic well-being dimensions have received udy, little is known about the

particular stresses and drivers that exist in tgﬁ r / The studies of Clark et al. (2018)
highlight the context-dependent character o %g, arguing that general models could fall

short of addressing industry-specific iss ing and evaluating well-being indicators that

resonate within the unique operating ¢ the retail industry is therefore a direction that is

ripe for research. Another hole te the little attention paid to the combined impacts of
HPWS and employee deg

% The workforce in the UK's retail industry is varied in terms
of age, gender, ethnicity, er demographic characteristics. The current body of study,
n

however, falls sh% ing how these demographic parameters interact with HPWS
> joct emipleyee satisfaction and well-being. Chadwick and Flinchbaugh's research
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employees are treated, little is known about how it interacts with HPWS. Liu's earlier study fr:
2021 emphasizes how culture affects how well organizations function. However, more resgarch 1s

still needed to determine precisely how corporate culture influences employee happines well

being i relation to HPWS. @
&

&

S

QO

S
S

&%

&
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3 Chapter 3: Research Methodology <§
3.1 Research Philosophy %
ing. In
an

The study is quantitative, hence pragmatism is the selected research philosophy in thatsé&

order to answer challenging research problems, pragmatic thinking stresses the integ@r

methodologies and the practical implementation of research results (Ramax

I
y

This concept is in line with the study's goal, which is to provide useful insi
and business by investigating the connections between High-Per angd Work\Systems (HPWS),
employee well-being, and work satisfaction in the UK retail s . The main advantage of

pragmatics is its emphasis on linking theory and practic agmatism enabled the research to

combine theoretical ideas with actual observations in 3 study like this one, where the

goal is to identify empirical links and patterns(Gi

goal to give information that may guide H %s

focusing on the practical consequences o results.

[His concept fits well with the study's

nd strategies in the retail industry by

The goals of the study provide the justification~for using a pragmatic research philosophy inside a

quantitative framework. Reseat¢h Id serve practical aims in addition to theoretical ones,
according to pragmatism (R lund et al., 2022). The objective of this research is to provide




findings and their translation into recommendations for practitioners, politicians, and academ@'

alike in a quantitative study, where numerical data and statistical analyses are crucial. %

3.2 Research Design

provides a comprehensive understanding of how these aspeCts interact )within the retail
environment by looking at connections between High-Perform rk Systems (HPWS)
practices, employee well-being, and job satisfaction. Therg are two reasons to use a correlational

design. First of all, it makes it possible to see any pa s that could exist between the

variables being studied (Handelman et al., 2@8) eseareh, for instance, may determine via
correlational analysis if certain HPWS pract %sociated with greater levels of employee

well-being and work satisfaction. Secondy t amework makes it possible to examine the

direction and strength of associations, s in determining which aspects of HPWS have a

stronger influence on employee e correlational research strategy was chosen for this
investigation because it<> v% e with the goals of the study. The strategy enables the
investigation of possihie> relatier'ships between HPWS practices and these outcomes by

portant variables impacting employee well-being and satisfaction.




3.3 Research Strategy

In order to evaluate correlations and patterns between variables in the context of the tai

quantification of variables using standardized equipment, ena

(Cobbaert et al., 2021). This makes it easier to determine yith accuracy how much each HPWS
component affects employee happiness and work satisfaetioi-Addifionally, the data-driven aspect
of the technique permits statistical studies, allo t ery of important connections and

< %
patterns, which may provide insightful inforrna research and practice.
%

The purpose of choosing a quantitative approach is supported by the goals of the

investigation. The approach is ideally to meet the study's goals of finding important

variables affecting employee sS well-being in the UK retail industry. It makes it

possible to systematically e degree and direction of links between HPWS practices and

employee outcomes, il e precise HPWS components that have the most influence. A

thorough knowledge\af th omena is furthered by the quantitative method, which enables the

ross a wide variety of companies within the industry (Bengoa et al.,

of methodical association and pattern exploration. There are many different
and elements that might affect employee happiness and well-being in the retail

. The“accuracy of the results is increased by the quantitative approach's ability to control



potentially confounding factors (Mozer et al., 2020). Additionally, the organized nature of ‘w%

approach enables findings to be compared to prior research and may aid in the gener%

generalizable insights.

3.4 Research Approach

For this study's investigation, logical reasoning was used. When using deduct

or hypotheses are validated or rejected by comparing them to actual fact S i

fits with the objective of systematically evaluating the linkages Betwe ightPerformance Work

Systems (HPWS), employee well-being, and job satisfaction with & retail industry given

the quantitative character of this research. The deductiye thod has clear advantages in

quantitative research. First of all, it offers a planned Qm testing hypotheses. The links
vsu) atisfaction were the focus of this

between HPWS practices, employee well-‘t@n

deductive method adds to the study's rigo

study's formulation of hypotheses based on Eurr eories or models (Bano et al., 2022). The
enabling the methodical collecting of data needed to

evaluate the veracity of these assumpti

Adopting a deductive research~§trate akes sense since it is in line with the goals of the study.

The deductive method allo ¢ resparch to use existing ideas and empirical data as a basis for

epver and quantify links between certain variables. According to
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theories, the research may use statistical approaches. This strategy improves the investigatio

impartiality and methodical character. %

3.5 Time Horizon

This study's time frame was cross-sectional in nature. The goal of the study was to t ment
in time to capture the linkages between High-Performance Work Systems employee
well-being, and work satisfaction in the UK retail industry. The study's 1 ntered on

examining connections and patterns across variables throughoudy'a patticulay period, were well
served by the use of a cross-sectional time horizon (Spector, 9 ith the use of this
methodology, the research was able to collect informatio wide variety of participants in

the retail industry who held various jobs, degrees d organizational settings and

examine their reactions at a particular time. ]de C.

the study's breadth and resources, even if a 1®1me horizon would have revealed insights

strategy was more practical given

into how these associations change over t mann et al., 2020). It made it possible to look

at many different factors at once, givin view of how HPWS methods, worker happiness,

and job satisfaction interact in t gl

Q&

3.6 Sampling Technique

nvironment of the UK retail industry.

Purposeful sampling the sample method for this investigation. Selecting participants

based on particular ria that are in line with the study aims is known as purposeful sampling

the context of this quantitative research, purposeful sampling provides a

ar. Using this method, the research was able to focus on participants who had relevant
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knowledge and expertise with HPWS procedures and how they affected employee outcomes (
et al.,, 2019). The research may get insightful information from people who have %
experience with the issue under inquiry by choosing participants based on certain cha%c

including tenure, position, and exposure to HPWS efforts. @

Purposeful sampling was used for this study because it was in line with

investigation. Purposive sampling permits the recruitment of participan

knowledge about these factors since the research attempts to r elatiphs between certain

variables within the UK retail industry (Maqgbool et al., 2023). T y guarantees that the

data gathered are specifically pertinent to the study's tofjic’and may help to provide a more

thorough grasp of the research issues. The capacity ose”participants with the necessary

knowledge demonstrates the suitability of c@ib sampling in this quantitative investigation

(Roberts et al., 2019). Purposive sampling

are included in the sample since the resear statistically assess how HPWS practices affect

employee well-being and work satisfac study's internal validity is improved, and there is

a greater chance of identifying tterns and associations as a result.

Q&

3.7 Sample Size

100 workers from the t graphic of the UK retail industry served as the carefully selected

sample size forthis arch.The selection of this sample size was made with the goal of striking

a comprof statistical power and practicality and guaranteeing that the findings are

reflective of the .a d retail workforce. For the study's quantitative analysis, a sample size of 100

was assessed sufficient to provide a statistically significant level of power (Lakens, 2022). The

‘ in thé\ vorrelations and patterns between High-Performance Work Systems (HPWS),

yee wellbeing, and work satisfaction is increased by the size's capacity for strong statistical



conclusions. The higher sample size also helps to lower the margin of error, which improves %

accuracy of the study's conclusions. Additionally, the variety of the UK retail industry cal ora

sample size that could include a wide range of viewpoints and experiences. The sample S&)

workers assured that the study's results would accurately reflect the complex dyna revalent

in the retail workforce. These individuals represented a range of jobs,
organizational settings. This strategy improves the study's external validit

: t possible

for the findings to be more generally applied to the larger retail sgCtor (Watsan et al., 2018).

3.8 Reliability and Validity

The ideas of reliability and validity are fundamental pri%at support the excellence and

credibility of research findings by guaranteeing the r@ sistency, and dependability of

the study's conclusions. It is crucial to this § d}%@\c&j prove both reliability and validity.

The consistency and stability of research me are referred to as reliability. It was crucial
-

for this research to make sure the tools us er data were reliable. To do this, the study used
well-known scales with established re riteria from earlier studies (Cohn et al., 2021).
overy of any possible discrepancies or ambiguities in

Furthermore, a pilot test allowe e
the instrument, which wé?e%h ved prior to the start of data collection (Fraser et al., 2018).
a

e dependability of its results by adopting a strict and uniform

The research attempte%
method to data col% arily, validity is concerned with the veracity and precision of study
e aliplc

lidity criterion types were taken into account in this investigation. The

]
selected variables ) assessments adequately reflected the notions of HPWS, employee well-

being, job satisfaction, as was determined by evaluating the body of prior research. Known

oven validity from prior studies were used to establish construct validity (Hoffman

7022)7In order to determine if the study's findings were consistent with those of other



pertinent research, concurrent validity was evaluated. The research intended to increase %

credibility of its findings by paying attention to these various aspects of validity. %

3.9 Data Collection

data consistency and comparability (Horry et al., 2021). The study nd research questions

were carefully considered when they were developing t uestionnaire. It included validated

’@‘
rede

od
being, and job satisfaction indicators. The qug&tio e ned to collect both quantitative and

measures and questions that assessed aspects of HPW /dimensions of employee well-

qualitative data, giving participants a t %ﬂ erstanding of their experiences and

perspectives.

Depending on the choices and acc participants, the self-administered questionnaire was
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3.10 Data Analysis

In order to derive significant insights into the linkages between High-Performance Work ms

experiences. A key step in the data analysis process was corre
degree and direction of correlations between the rele variabl&s, Pearson's correlation
coefficient was performed. Using this method, it was e to find any correlations between

various HPWS variables, worker wellbeing, an sfa¢gion. By studying how changes in

HPWS procedures affected variations in employee ing and work satisfaction, regression
analysis went even further into the correl o determine the precise effect of various HPWS
components on the outcomes of inter le regression models were built while accounting
for any confounding factors (S al., 2022). To guarantee accuracy and rigor in the
analytical procedure, theq@sea Iso uséd the statistical program SPSS. The dependability of the

results was increased by-doing tness tests, such as sensitivity analyses and bootstrapping.

3.11 Ethical Con rati

) @ e of‘this study, ethical concerns were crucial in ensuring that the research

Qf ordance with the highest standards of honesty, respect, and responsibility.




regarding the study's goals, methods, and possible dangers (Widmer et al., 2020). It was m%

clear that they were participating voluntarily and that doing so would have no negative e%
strict code of confidentiality was followed. The identity of the participants were conceaV&da

to any outside pressure thanks to the self-administered question

sought to ensure reporting transparency. The results were d to be objective and genuine

thanks to accurate depiction of both good and n 'Vs, which also added to the overall
&

integrity of the study. x

3.12 Limitations of the Study &

This study has limitations, which shoul ssed in order to provide a thorough understanding

of the breadth and consequenc heregearch, despite the strict methodological and ethical

issues. First, the cross-se@' @the research has drawbacks for determining causation.

High-Performance W@@&}%HPWS), employee well-being, and work satisfaction are all
aus -

effect link is not well established. To fully investigate the causal

research was careful to steer clear of uncomfortable or iptrpsive questions. The research also
guaran

would be required. Second, the research used participant self-reported

casu been taken to lessen this bias, such as assuring anonymity, the inherent subjectivity

feport’data continues to be a drawback.
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retail industry, and differences in organisational cultures and HR practises between geo
and sectors may limit the applicability of the findings in other situations. Future stud(%l

take into account various industries and regions to get a more complete picture

The generalizability of the results is another restriction. The research was restricted to the %

re,

approaches may have prevented it from fully capturing the brea empldyee experiences and

perspectives. To get a more comprehensive grasp of the plex dyhamics within retail HR

practises, future study may use qualitative methods. Jn Clusign, although these limitations

highlight the need for more research and of larger contexts and research
methodologies, this study nonetheless gives ins% mation about the connections between

HPWS, employee wellbeing, and work sap ion.

Q&

&



4 Chapter 4: Results and Discussion

4.1.1 Gender Discrimination

4.1 Interplay Between HPWS, Employee Well-being, and Job Satisfaction &;ﬁ

Table 1: Gender w
(NN

Frequency Percent Valid Percent ulative

Valid Male 41 41.0 41.0 <

Female 59 59.0 59.0 \\// 100.0
Total 100 100.0 1%

-
In Table 1, the distribution of gender among@ %u%icipants is presented. The data reveals
that the sample consisted of 100 participant@dentiﬁed as male and 59% as female. This
distribution reflects a relatively balgngce presentation of both genders within the study,
contributing to the overall diversi the\sample. The gender distribution is noteworthy in the
context of the study's resgarchrobjec . While gender itself may not be a primary focus of the
investigation, understandir% der distribution within the sample can be valuable for

exploring potential variati sponses. It acknowledges the importance of considering gender-

related differences 1 eriences and perceptions within the UK retail sector. The nearly equal

e)and female participants suggests that the study has attempted to mitigate
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credibility and the potential for its findings to be more broadly applicable, taking into account
perspectives of a diverse workforce in the UK retail industry.

4.1.2 Employment Status &
@

A

Table 2: Employment Status w
N

Frequency  Percent Valid Peﬁ%l tive
/7 \
Valid  Full-time employee 39 39.0 W P )39.0
59

Part-time employee 20 20.0 20.W/ .0

P

Contract worker 1 1.0 @}O\ 60.0
P /7

Temporary worker 20 20.0(02 200 80.0

o) f)

Self-employed 1 O A 10 81.0

Unemployed 19 ' N% 19.0 100.0

N\ .
Total 100 \\\ng.o 100.0
“\
~/

Table 2 provides an insi%gtfu ervi f the employment status of the study's participants. The

data indicates a diverse re % of employment statuses within the sample, contributing to

of full-time QY
that a sub c of the sample is likely to have more stable employment conditions and

potentially differsgt experiences with High-Performance Work Systems (HPWS) in comparison

the richness of perspgst study. The largest group among the participants, at 39%, consists
é%

flecting a significant segment of the UK retail workforce. This suggests

loyment categories. Part-time employees make up 20% of the sample, representing a
ence of workers with varying schedules and time commitments. Their inclusion in

1dy is crucial, as part-time employees often have distinctive experiences and expectations
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within the retail sector due to their non-traditional working hours. Temporary workers, comprisi
20% of the sample, are another substantial group. Their inclusion allows for the explor: 0

how HPWS practices may affect a transient workforce, a topic of relevance in the retatl industr

where temporary positions are common. Unemployed individuals, at 19%, also @ta le

d'perceptions

shedding

segment of the sample. Their inclusion could provide insights into the experiengg

of those who were previously employed in the sector and may be seeking regmployn

underscores the study's commitment to capturing a bro trupn/of experiences within the UK

retail sector, thereby enhancing the comprehensi%&i

&
4.1.3 Educational Level &

Table 3: Highest Level of Education W
(R

W Percent Valid Percent Cumulative

licability of its findings.

Valid  High school dipl Gﬁ?\\ 19 19.0 19.0 19.0
>
N\
Associate'sdégr? N 18 18.0 18.0 37.0
¢ (O
Bachelor§ degres—/ 22 22.0 22.0 59.0
AN
ste e 20 20.0 20.0 79.0

Do&w@@?ﬁD 21 21.0 21.0 100.0
\
Q\?‘[al 100 100.0 100.0
. %&

@Ow
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Table 3 presents valuable information regarding the highest level of education completed by
study's participants. This data highlights the educational diversity within the sample, whickK can

significantly influence perceptions and experiences in the workplace, particularly %h
e

context of the UK retail sector.The largest group among the participants, at 22%, h

degree. This reflects a substantial portion of the sample possessing a fours e ergraduate

r's

education, suggesting a potentially higher level of qualification and training\that might influence

their perspectives on High-Performance Work Systems (HPWS) its impagt\on employee well-
being and job satisfaction. Close behind, participants with docto

up 21% of the sample. This group represents individuals with advanced academic and research
et

backgrounds, potentially bringing a unique analytical p v he study. Their inclusion adds
depth to the research, enabling a more compre '@ation of the intricacies within the

retail workforce. Participants with master's de

S,.CO sing 20% of the sample, form another

significant group. The possession of mast es Often signifies a higher level of expertise in

specific fields, and their insights into t ics of HPWS in the retail sector can be invaluable.
The inclusion of individuals wit egrees and high school diplomas/GEDs, at 18% and
19% respectively, recognies the diversity of educational backgrounds in the retail workforce. This
diversity ensures that the mpasses the experiences of individuals with varying levels of

formal education. Qyerall ble 3 demonstrates that the study has actively sought to capture

employee well-bemg, and job satisfaction within the dynamic context of the UK retail sector.

4 e Distribution

7\
</>/fw4: AYnual Household Income
\\/
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Frequency  Percent Valid Percent =~ Cumulative @7
Percent &@
&\
Valid  Less than £20,000 1 1.0 1.0 1.0
S N
£20,000 to £40,000 20 20.0 20.0 21. v
RN
£40,001 to £60,000 20 20.0 20.0 d 41.
AN
£60,001 to £80,000 19 19.0 19.0 \_ 6

/>
More than £80,000 40 40.0 ?2/ ﬁ \>1oo.o
/>
Total 100 100.0 1w

Table 4 provides a snapshot of the annual househg o)

participants. The data reveals a diverse rangdy o%:g\qej

perceptions and experiences in the workplacg, pa rly within the UK retail sector. The largest

vels, which can significantly impact

group among the participants, at 40%, reported.agnual household incomes exceeding £80,000.

This group likely represents individua igher disposable incomes, potentially reflecting
greater financial stability. Theif €Xperiences and perceptions regarding High-Performance Work
Systems (HPWS), employ% ing, and job satisfaction may differ from those with lower
income levels. Participafit g incomes in the range of £60,001 to £80,000 comprise 19%

of the sample. 10 epresents individuals with relatively high household incomes,

suggesting 4 pnomic status that can influence their perspectives on work-related issues.

0 ¢
Individuals w' al household incomes between £40,001 and £60,000 make up another
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£20,000 to £40,000 constitute an additional 20% of the sample. This group likely represe
individuals with more modest incomes, and their experiences and viewpoints may dif% é)
those with higher earnings. Lastly, one participant reported an annual household inco f les

bring

than £20,000, reflecting a small but noteworthy segment of the sample. This gr
fevels in the

context of the UK retail sector.

4.1.5 Factors Influencing Employee Well being and Satisfactigy/in il

Table 5: One-Sample Test \\//

/o
Test Value =0 %
3
t df Sig. Q/2\"Meah 95% Confidence Interval
Q .
tail @fference of the Difference

& Lower Upper

Employee 34.267 9@%\\5)00{ 3.68167 3.4685 3.8949
\
Involvement g;\
Q \
Training and }%39\/ .000 3.49000 3.2783 3.7017
<
Development & O )
N\ N
Performa )/\\3).660 99 000 332833  3.1197 3.5369

%)
Manageme O

A\
R&\iystems 32.200 99 .000 3.61333 3.3907 3.8360
O )
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Employee 30.575 99 .000 3.68250 3.4435 3.9215 @7

Wellbeing %&@

Employee 30474 99 .000 3.40556 3.1838 ?7\%

Satisfaction ( O
0(5 N\

N

Xrences in

and employee satisfaction, with the test value set at 0. These tests aim determine whether the

mean scores of these aspects significantly differ from a hy@ mean of zero, signifying their

Table 5 presents the results of one-sample tests conducted to ev

various aspects of High-Performance Work Systems (HPWS)

impact or presence within the UK retail sector. The reSulfs’indicate that all the tested variables -

Employee Involvement, Training and D@ %p%erformance Management, Rewards

Systems, Employee Well-being, and Employe¢ Sati ion - exhibit statistically significant mean
differences from zero. This suggests that t components of HPWS and the associated aspects
of employee well-being and satisfgction\are iffdeed present and influential within the UK retail
sector. Specifically, Em loy@nem shows a mean difference of 3.68, Training and
Development has a mean dﬂ% 3.49, Performance Management exhibits a mean difference

of 3.33, Rewards S ofistrate a mean difference of 3.61, Employee Well-being presents

a mean difference 0 8, and Employee Satisfaction reveals a mean difference of 3.41. These

iate from zero, reinforcing the importance of these factors in the context
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4.1.6 The Relationship Between HPWS and Employee Outcomes

Table 6: Variables Entered/Removed? V&\'

Model Variables Entered Variables Removed Meth?,>\
1 Employee Wellbeing, . S/

Performance Management,

Employee  Involvement, A%
Training and Development, >
Rewards Systems®

a. Dependent Variable: Employee Satisfaction \V@
N2
b. All requested variables entered. O N/

Table 6 presents the variables that wer: ered and removed in a multiple regression model, with
Employee Satisfaction as the depe iable. This table provides insight into the predictors

included in the regressio@an s to erstand their influence on employee satisfaction within

the context of High-Perfo %\/ rk Systems (HPWS) in the UK retail sector. In this model,

which ggek to expldre the factors influencing employee well-being and satisfaction in the context

of’ o variables were removed in this analysis, as all requested variables were entered

into the model using the "Enter" method. This approach allows for a

)
ehensive examination of how each of these variables independently contributes to
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explaining variations in employee satisfaction. The inclusion of these variables in the model ali

with the study's objectives, which aim to identify key factors influencing employee well-being an

satisfaction within the UK retail sector. By incorporating these variables into the

analysis, the study seeks to understand the individual and collective impact of HP

relationships at play in the retail workforce.
Table 7: Model Summary®

Model R R Square Adjusted R Square\\//Std. Error of the

Estimate

@3
1 .9992 997 957 \Ci_) 05943

a. Predictors: (Constant), Employee We E\&%T’E/rformance Management, Employee
Involvement, Training and Developm Systems
N~

b. Dependent Variable: Employee%ﬁbﬁ/

N\

o N

In table 7 the Model S %’ne multiple regression analysis, with Employee Satisfaction as
Employee Well-being, Performance Management, Employee

Development, and Rewards Systems as predictors, provides important
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Such a high R Square suggests that the selected variables, collectively, are very effective

explaining and predicting employee satisfaction within the UK retail sector. The Adj

The Standard Error of the Estimate, indicated as .05943, represents the average etrQror deviation

of the predicted values from the actual values of employee satisfagtion, A smaller standard error

suggests that the model's predictions are close to the observed da nforcing the model's

reliability in explaining employee satisfaction.

Table 8: ANOVA®? Q&c//

Model Sum of Squares & V\%an Square Sig.
1 Regression 123.307 \ \/24 661 6983.419  .000°
/\
Residual .004

S

Total 123. @
<><\

a. Dependent VariableC(E}I\)lx%%tisfaction
AN

b. Predictors: ( stawmployee Wellbeing, Performance Management, Employee

Involve @' i Development, Rewards Systems
4
Taple 8 sents the analysis of variance (ANOVA) results for the regression model, with

ee Satjsfaction as the dependent variable and the predictors being Employee Well-being,

ance Management, Employee Involvement, Training and Development, and Rewards
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Systems. This table provides crucial information about the overall significance of the regressi

model in explaining variations in employee satisfaction within the UK retail sector. The ANQV

table is partitioned into three main components: Regression, Residual, and Total. Ea

components helps assess the overall fit and significance of the model. In u= gression

regression model, with its combination of predictor variab

is highly“significant in explaining

the variance in Employee Satisfaction. The Residual co

or error in the model and is essential for assessfte th odness of fit. In this case, the Sum of
&

Squares for Residual is .332, with 94 degrees e nd a Mean Square of .004. The Total

component summarizes the overall variabs

t represents unexplained variability

the dependent variable without considering the

model. It has a Sum of Squares of 12

across the sample.
o Q(N
N

Table 9: Coefficients? @
V2NN
Model 4 @7 Unstandardized Standardized t Sig.

Coefficients Coefficients
* B Std. Error  Beta
A

1 \f&onstant) -210 036 -5.763  .000
\Q;T)

ecting the total variance in Employee Satisfaction
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Employee 481 .096 463 5.013 .000 @7

Involvement %&@
Training and -.538 .089 -514 -6.051< b@%
Vi

Development

{(\\
Performance 656 063 617 < hs%} .000
‘% v

Management / —
Rewards Systems 062 122 .W?su 610
Employee Wellbeing  .356 .080 @3.384 4479 000
C\\@
a. Dependent Variable: Employee Satisfaction V

Development, Performance Ma

dependent variable, Emey
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positive coefficient of .481 with a standard error of .096, indicating a significant positi

Management has a substantial positive coefficient of .656 with a dard errqn\of .063, indicating

a strong positive association with Employee Satisfaction. This su fective Performance

Management practices are linked to higher levels of employee,satisfaction.

Rewards Systems, with a coefficient of .062 and a st% f.122, shows a weak positive
) :

relationship with Employee Satisfaction. Howve%/gi\\j

as evidenced by the relatively high p-value of/% 10« lastly, Employee Wellbeing is associated with
iy 0

ship is not statistically significant,

a positive coefficient of .356 and a sta

r of .080, indicating a significant positive

relationship with Employee Satisfact

employee wellbeing are likely t 0
N
Table 10: Residuals sm&%&
(O
& @}T{um Maximum = Mean Std. Deviation N
T\ |

Predicted A4lu )/7\31.5371 4.8803 3.4056 1.11603 100

implies that initiatives focused on enhancing

er levels of employee satisfaction.

<

Residual W/ -.34600 24072 .00000 05791 100

s%id Value  -1.674 1.321 .000 1.000 100
NN
@}siddai -5.822 4.051 .000 974 100
.

3d.
NV



a. Dependent Variable: Employee Satisfaction

¢ predistéd value of 3.4056.

This range indicates that the model provides predictions that span fron r to higher levels of

employee satisfaction. The "Residual" column presents %ences between the predicted

values and the actual observed values of Employee on. Notably, the mean residual is

0.00000, suggesting that, on average, the model'sfedictio align closely with the actual observed

values. This demonstrates the model's effe@m explaining Employee Satisfaction within
the UK retail sector. The "Std. Predicted Valua!' ¢ n displays the standardized predicted values,
a

which have been adjusted to have f 0“and a standard deviation of 1. These standardized

values are useful for cogari re d scores across different variables. The "Std. Residual"

column provides standardiz s, which have also been adjusted to have a mean of 0 and a

.-w dardized residuals are vital for evaluating the model's goodness
d a'standard deviation close to 1 indicate that the residuals are evenly

3 standardized pattern.
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N 100 100 100

**_ Correlation is significant at the 0.01 level (2-tailed).

the strength and direction of the linear relationships betw airs of variables. The significance

ficant. Employee Involvement

levels (Sig.) indicate whether these correlations are stat; y i .
exhibits strong positive correlations with all .othgr <ari the study. The correlations with

&

Training and Development, Performance May

% wards Systems, Employee Well-being,

Development, Performan<c>e an , , -bei
iti aprons, among themselves, signifying their interconnectedness in the

e in influencing employee satisfaction levels. Notably, the highest

d between Rewards Systems and Employee Satisfaction, with a coefficient
of 0.991\*¥. This implies that as Rewards Systems improve, employee satisfaction tends to increase

ubs within the UK retail sector.



5 Discussion

5.1 Impact of HPWS Components on Employee Satisfaction

This study's discussion section aims to clarify how employee satisfaction in the UK reta@j

is shaped by High-Performance Work Systems (HPWS) and its constituent @mely

retail industry. Employee satisfaction has been shown to
involvement, which is defined as the active engageme ution of workers in decision-
making processes. This is in line with other stu e by Alfes, Veld, and Fiirstenberg
(2020), which highlighted the significance 9 dingstaff members in choices that have an

impact on their jobs. Employee empowe engagement, and a feeling of ownership are all

fostered by this active involvement, w
Initiatives related to training velopment also had a significant impact on employee
satisfaction. Employee work sati ion was greater among those who had access to chances for

skill development and @ cement. These outcomes support research like that of Zhang et
al. (2020), which% ourable relationship between work satisfaction and training and

addition to giving workers the abilities they need to succeed in their

ually raises employee satisfaction levels.

performance management practises. Employees who get effective performance

which includes frequent feedback and acknowledgment, report feeling more
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satisfied with their jobs. This result is consistent with research by Santhanam and Srinivas (201

which highlights the role that performance feedback plays in improving work satisfaction%

Research by Behravesh, Tanova, and Abubakar (2019) and oth. avg shown that while pay is a

crucial component, its impact on work satisfaction may differ base contextual variables.

0
In the retail industry in the United Kingdom, contentmen% shaped more by other factors

including performance management, engagement, an

These results are in line with a significant ariou %research that has continuously shown

the beneficial effects of HPWS on employegsatisfa . The groundbreaking study "The Human

Equation" by Li et al. (2019) set the stage for un anding how employee-centric practices—Ilike

those included in HPWS—are essgntia success of organisations. Pfeffer maintained that

workers' loyalty to the co<r§pa n appiness automatically rise when they are seen as valued
assets and given chances % ent, skill development, and acknowledgment. Moreover,

oss sectors have shown the favourable correlation between HPWS
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The findings of this research indicate a strong relationship between worker satisfaction and w
being in the setting of the UK retail industry. Job satisfaction has been shown to be gly

predicted by employee well-being, which includes balance in personal and professional swe

as physical, mental, and emotional health (Jing, 2018). This strong association @s he
critical influence that well-being has on determining workers' satisfaction lg @ elafionship
that is being supported by an increasing amount of empirical data. It is inporta

account the complex nature of well-being in order to fully apprecjajé the extent\of this association.
Positive characteristics including a feeling of purpose, social su and/psychological thriving

are also considered to be important components of employegell-being, in addition to the lack of
(

negative features like stress, burnout, and physical illne llakuri and Vanka, 2021). It

essentially includes two types of well-being: eu gvell-being, which is related to reaching

one's potential and pursuing worthwhile objec% donic well-being, which is related to

N

e Well-being and Employee Satisfaction

happiness and life satisfaction (Hassett, 2

5.2 The Strong Correlation Betwee

The relationship between job tion~dnd employee well-being is firmly based in known

theories of motivation aﬁ?% e psychology. According to Maslow's 1943 Hierarchy of
e

goals like self-actualization, belongingness, and self-esteem

goals, workers pursue g

ogical and safety requirements are satisfied. These higher-level

ith aspects of well-being in the workplace, stressing the significance




feeling of belonging, competence is attained by skill development and mastery, and autono
gives workers the freedom to decide for themselves and manage their job. When these fund. ta; })

psychological requirements are satisfied, workers feel better about themselves and are%r

satisfied with their jobs.

competitive sales settings, erratic work schedules, and rous client engagements (Hassett,

2022). Furthermore, the findings is consistent with the of research that highlights the

significance of well-being in modern workp@es t well-being is seen and valued in

%ﬁyems (Deng et al., 2021). Globally,

(s a strategic need rather than just a desired perk

the global workforce has changed dramati

businesses have realised that employee we
(Grant et al., 2018). As companies st ith remote work, burnout, and the need to assist
workers' mental and emotional OVID-19 epidemic highlighted how urgent it was to
address employee wellg% i and Ryan, 2017). Reiterating the link between work

satisfaction and employge -beirig, this research provides relevant information that may guide

HR practises and golicies, cially in the post-pandemic period. It emphasises the need for a

@ aiey t weaves well-being into the organisational fabric in order to improve

' overall organisational success (Caligiuri et al., 2020). Furthermore, this
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crucial aspect of HPWS (Southwick & Southwick, 2020). In order to achieve greater w
1

satisfaction, a well-functioning HPWS should prioritise employees' physical and mental h
019).

addition to aspects like performance management and employee participation (Yue et a

5.3 Interconnectedness of Factors: Training and Development and orinance

Management
The complex and dynamic network of interrelated workplace characteristi
happiness and overall organisational effectiveness. HR p
management (PM) and training and development (T&D) as two sid ame coin (Trif, 2020).

While PM focuses on establishing expectations, giving fee nd assessing performance, T&D

gives staff members the abilities and knowledge requi S d in their positions (Huang et

al., 2010). These roles are entwined by nat@. i bly impacted by successful T&D,

¥ Pak and Chang (2022) highlights how

oyee performance, which in turn helps PM

according to empirical evidence. For exampl

successful training programmes may ra
processes function more effectively. E who have received sufficient training are better

equipped to satisfy performanc ards;»which results in more positive performance reviews

and feedback. The posig% ween T&D and PM in the present research and employee

satisfaction is indicativ¢ Of their tnt€raction. Workers who have access to chances for training and
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Conversely, work-life balance and mental, emotional, and physical health are all included in EW,
The benefits that workers get are intimately related to these aspects of their well-bein%%ﬁ
research has shown the psychological benefits that result from people being driven by intrinsi

values rather than only extrinsic incentives, such as the study conducted by Zhu e 049)"In

incentives systems help to promote employee well-being, swhich in turh helps to increase work

satisfaction. Higher levels of well-being are more likel nced by workers who believe

their efforts are valued and appropriately paid (Ravgt al’¢2017). This supports the findings from

&

earlier research and emphasises how important 0 employee well-being with incentives

S

-being (EWB) and employee involvement (EI) in

programmes in order to increase satisfact

There is a symbiotic link between emp

the workplace. EI includes givi ersthe chance to contribute to organisational decisions and

procedures, which promgeﬁ ent and a feeling of ownership. Conversely, EWB include
and/e

elements pertaining to motional well-being, which may be impacted by degrees of

control and engagément. oyee participation may have a good influence on psychological
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seems to be positively correlated with employee well-being, as shown by the positive associati
between EI and EWB. Employees' general well-being tends to increase when they %Qj
participate in decision-making processes and feel that their opinions are acknowledged (s

hrav
apce’ of

et al., 2020). This finding is consistent with other studies and highlights the

employee involvement in fostering both well-being and work satisfaction.

highlights how important it is for businesses to combine these st i ell. The relationship

between employee well-being and incentives system o_affects employee satisfaction,
.

highlighting the significance of matching rewards t (Min et al., 2020). There is a

positive correlation between employee WGH-@iH% ee involvement, which emphasises

that employee participation in decision-making esses enhances employee well-being. The
0

results of this study have consequence ders in organisations and HR professionals.

According to Wu et al. (2019), they rec that HR strategies use a comprehensive approach

that acknowledges the interde ce of/these elements. For example, employee well-being
should be taken into agg% aining and development programmes in addition to skill
advancement. Instead y evaluative, performance management should be carried out

r growth and wellbeing (Holbeche, 2022). The goal of rewards




non-monetary components, to recognise and inspire staff members (Singh et al., 2020). Th
systems include several sorts of rewards, incentives, and bonuses in addition to basic . In

addition to paying workers fairly for their work, a well-thought-out incentives system nise

their accomplishments, encourages a feeling of community, and inspires them to their

ncentives

motivators and favourably affect work satisfaction. Wage is just the rewards system;

there are other physical incentives as well. An equally imaportant factor in determining work

happiness are the intangible benefits, such promoti

requirements—which include demands for appr a nition—are ranked directly above

&

physiological and safety needs in Maslow's 1

i
hierarchy, providing incentives and re, %t workers is essential to meeting their

€ y of requirements. According to this

psychological requirements and enha appiness.

Empirical data has been shown i f studies demonstrating the significance of incentives
and recognition in raisir% %ion. According to a research by Akanji et al. (2022),
psychological well-bei@rs‘ alignment with their core values are two benefits of intrinsic
i i i led t.

This is consistent with the structure of the rewards systems about

rthermore, Ravani's study from 2021 emphasised how important

oﬁ es are for raising staff morale and work satisfaction. According to their



workers were more engaged and content with their occupations when they got praise
acknowledgment. This shows that a key component of incentives systems, recognition,<is a

powerful motivator for work satisfaction.

The present study's very strong association between Rewards Systems and Empl dtisfgction

raise are often happier in their
positions (Mishra et al., 2021). The results of this rg ighlight how comprehensive
incentives systems are. They include non-fipanc ug.) hat are just as important for work

%ese elements consist of possibilities for

ent and gratitude. The research also emphasises

satisfaction as monetary pay (Brown et al.

development and progress as well as ackn
the complex interplay between other v d incentives schemes. It illustrates, for example,
¢ and incentives schemes. Higher levels of well-being

the relationship between emplo l-
are often experienced by%% o believe their workplaces are fair and fulfilling, and this in

ngleton, 2018). The notion that incentives systems are not

turn increases job sat%
separate but rather& nt aspects of the workplace is supported by this holistic viewpoint.

ey. Non-monetary incentives like training programmes, professional growth chances, and



a positive work atmosphere are just as important. These elements are essential for promoting w
satisfaction and have to be included in incentive schemes. Organisations should also im en
incentive programmes in a fair and open manner. Workers need to believe that incentive&%e
out fairly in accordance with their performance and contributions. Increased trust efice
in the company among workers due to transparent incentives programmes co @; increased
job satisfaction.

5.5 Implications

The study's findings have significant ramifications for UK retai or/ofganisations, with the

ability to influence how these companies run, pull in and %ﬁ people, and ultimately thrive
i

in a cutthroat industry. The study's conclusions highli rtant High-Performance Work

Systems (HPWS) are to raising worker satis@ct' i t retail industry. This suggests that

%ﬁt ail organisations as a calculated strategy

isfaction. Retailers should provide their staff

the adoption of HPWS should be given top p

to enhance working conditions and wo

members the chance to contribute to dect king so they feel empowered and have a feeling

of ownership. Case studies such online shoe and clothes shop Zappos, for instance, highlight

how crucial employee e%?g is in forming the business culture. Zappos has been able to
> sat

sustain a high degree o ‘ orksatisfdction by giving its employees a say in innovations and choices.

Retail businesses s make investments in ongoing training and development initiatives that

provide as the skills they need to succeed in their positions and adjust to changes in

the industry. O

sell-known UK supermarket, Tesco, for example, is well-known for its
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and set clear performance objectives. One example is the UK department store company Jo

Lewis, which emphasises performance management in line with its distinctive employeesowne

to be a keystone of HR initiatives. Retailers need to take care o
work-life balance, and workload. The global electronics storeBest Buy itroduced a Results-Only

Work Environment (ROWE) programme that gives st

affm erg more freedom to balance their
personal and professional life. Increased work sat th and ?eneral well-being are the outcomes

&

of this strategy. x

The need for a comprehensive approach to e health is shown by the significant association

seen between Employee Satisfaction a ee Well-Being (EWB). Retail businesses should

take into account a number o ta ell-being-promoting tactics. It's critical to control

workload and maintain \%% nce. Retailers may solve these issues by implementing job-
ote work choices. One UK grocery chain, Asda, for instance,

sharing, flexible schedulin

provides flexible es that let staff members manage work and family obligations.

@:rﬁ agsistance for stress management is crucial. Retailers may provide mental

Q oyee assistance programmes (EAPs), and stress reduction programmes. A
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This might include chances for growth, support for education, and mentoring initiatives. F
example, the store Next offers a thorough professional development programme that co 0
internal promotions, mentorship, and training. It's critical to cultivate a happy and e%
work atmosphere. Retailers have the ability to create a culture of respect, @ nd
cooperation. To foster a positive environment, Sainsbury's, a significant groc in the UK,

has introduced programmes for diversity and inclusion as well as staff resoytce greugs.

The results of the research further emphasise how crucial it i ide workers a feeling of

control and autonomy over decision-making procedures. Retai ses may learn from

effective approaches in this area. Retail executives shoul te open lines of communication

and use leadership philosophies that motivate staff par ¢ well-known UK supermarket

7

Waitrose is renowned for its democratic leaders ich gives staff members a voice in

ell-known international furniture retailer with

decision-making via forums and councils. Giyi %rs the freedom to make choices that affect
their jobs may greatly increase job satisfaction

a large presence in the UK, IKEA pr ployee participation in decision-making via its

"Involvement Culture," which s a number of business-related areas. Given how

pa
interrelated the HPW§> ts are, maximising employee happiness may need a
comprehensive strateg@%nesses need to know that these elements work together rather
than being isolated en mbining these tactics may provide more substantial outcomes than

one-of them alone. To build a complete approach to employee happiness,




6 Chapter 5: Conclusion and Recommendations

6.1 Conclusion 5&@

To sum up, the study has conducted an extensive analysis of how High-Performan

Systems (HPWS) affect worker happiness and well-being in the UK retail indust@

complex effects on workers in the ever-changing retail landscape. Beg
of the conceptual framework of HPWS, employee well-bging, and job satisfaction, the research

laid the groundwork for its theoretical framework. d ed to determine the primary

=+

determinants of employee well-being and cc&ten , gate any drawbacks and obstacles

ctionable suggestions for augmenting

K retail industry. A correlational research

associated with the adoption of HPWS, a

employee well-being and satisfaction
methodology was used for the study it was thought to be suitable for examining the
connections between the relev It included gathering information from a sample of
one hundred workers in il industry, then analysing the information using statistical
methods including regr %rmlation analysis. These techniques gave rise to a quantitative

comprehension of. rel hip among work satisfaction, employee well-being, and HPWS

componen;

d

The results of theandlysis showed that the UK retail industry is made up of a complicated web of
links. It\was shown that HPWS, which includes elements like as performance management,

velopment, employee participation, and incentives programmes, has a major impact

@ ers' well-being and job satisfaction (Behravesh, Tanova, and Abubakar, 2019). Notably,
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the research found very high relationships between employee well-being and contentment as w,
as between incentives programmes and employee satisfaction. The study's conclusio ave

enormous ramifications, especially for businesses involved in the UK retail industry. stu

significant impact on work satisfaction. The research also em
HPWS are interrelated. It implies that more substantial outcomss in term§ of work satisfaction may

be obtained by using a comprehensive strategy that in es giployee participation, training
(s

and development, performance management, in mmes, and attention to employee
well-being (Chillakuri and Vanka, 2021). Busi s reate customised plans that are in line

with these results by taking inspiration se studies and best practises found in the retail

sector (Jing, 2018). This research has ortant light on the complex interaction that exists

in the UK retail industry betwee ployee well-being, and work satisfaction. In addition

to adding to the body of info jon alveady in existence, the study has provided organisations
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examination of elements like job stability, mental health, and work-life balance would

beneficial. A more thorough understanding would be obtained via longitudinal studies that
the effects of High-Performance Work Systems (HPWS) on employee happiness and ¢
over time. These might include data collecting and surveys that span many years i

trends and changes over time. Future studies should also look at the wa ich HPWS

demographics could work well. Finally, the study promotes
comparative research to clarify the ways in which HPWS affects worKer satisfaction and well-

being in various settings. This comparison method ma e industry-wide best practises and

insightful information for businesses. %

Practically speaking, the study's conclusiongpr: companies in the UK retail industry with
specific suggestions. Taking a comprehensive oach to HPWS is the first and most important

tip. It is important to include elements It ing, well-being programmes, incentives systems,

performance management, and i on. Understanding how these elements work together

turnovex Yates. Organisations should also reconsider their incentives programmes in light of

erna cash remuneration. Employee happiness may be greatly impacted by expressing
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gratitude to staff members via non-cash methods including work-life balance advanta

professional development chances, and recognition programmes.

pértaining to diversity and inclusion

in the company and their career path as a re@llt. jative
need to be at the forefront of creating a pleasa %/nonment. Connections between inclusion
and a feeling of belonging and employee %are common. It is essential to put programmes
and policies into place that support and foster an inclusive workplace for all staff

members.

Q&

Surveys on the well-being a n ent of employees should be carried out on a regular basis.
Continuous improvemeht sult from intelligently modifying policies and procedures in
inally, businesses need to research and compare themselves to prosperous

rho have successfully used HPWS. Enhancing employee happiness and

*@u ove overall organisational effectiveness as well as employee happiness and well-being.
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Through the implementation of these tactics and ongoing exploration of HPWS's diverse charact,

retail organisations may effectively navigate the dynamic business environment while cultivating

&
&
S
QO
S
&
&%

&
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8 Appendices

8.1 Reflection

Introduction

and professional goals, and it will have a major influence on what I e future. The reflective

process, which is a purposeful act of introspection and sel%n, has been crucial in helping
me draw insightful conclusions from my educational b —1t has made it possible for me to

analyse my original assumptions, face the d@if&g\!\aﬁ

ed, and finally uncover the wealth of

information that has surfaced. This reflectivegpproachyis important for reasons that go beyond just

acquiring information; it also has implicat ersonal development and lifelong learning. I

want to shed light on the changes that h ened to me as a consequence of interacting with

this subject matter via my refl¢cti arrative. It is evidence of the value of inquisitiveness,
curiosity, and the unwave uest for knowledge. It emphasises the significant influence that

lifelong learning has on ulding not just our career or scholastic pathways but also our wider

éct that high-performance work systems have on the happiness and well-being
s in the UK retail industry. This topic is very relevant to my academic and professional
as a foundation for a greater grasp of my area. It is significant to me since it is in

h both my academic and professional goals. Prior to exploring this subject, I had certain
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preconceived conceptions that were mostly influenced by my limited knowledge and ea
exposure. Despite their good intentions, these ideas often reflected a limited viewpoint. Th ere

really the foundation of my first comprehension. Nevertheless, as I dug farther into the %h
2

more I saw how complex the issue was and how difficult it would be. The topic's nd

8.1.2 Learning Process and Key Learnings<>

As I set out to comprehend my study subject




thought. My interest developed, and my initial fear gave way to a hunger for information and @

enthusiasm for learning about the complexity involved in the study.

many sources was another difficulty for me. Particularly the intern a wealth of material,

some of it lacking in scholarly rigour. I developed my cri%king abilities to deal with this
by learning how to distinguish between dependable a@} sources. I think I'll be able to
use this talent effectively in my next academigfn fe endeavours. My participation with

my subject was a fascinating voyage of disc %ﬁ:rms of significant learnings. I now have a
SSUbi

thorough knowledge of the complexities o ect, its background, and its relevance to modern

society. The complex interactions be rent aspects in the research area were among the

most important insights I gaine in€ appreciation for the ways in which many elements

interacted and shaped on?% roduce a comprehensive viewpoint. My educational career
m.

took a significant tu e over a ground-breaking research that refuted common

knowledge about retail industry. This realisation increased my knowledge base and

ity since it made me see that information is fluid and always changing.
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experience sharpened my methodical, evidence-based problem-solving approach, which I belig

will be very useful in my future work. %

8.1.3 Conclusion

Conclusively, my reflective account has been a voyage of self-exploration a tellgctual

development, centred on my investigation of the effects of high-performa -, stems on

employee happiness and well-being in the UK retail industry. It captures_the progi on of my

knowledge from a simple interest to a deep appreciation fo nces\ pf the topic. It is

impossible to overestimate the importance of my academic and p al context research of

how high-performance work systems affect employee ha ss and well-being in the UK retail

value of intellectual curiosity

and the significance of seeing obstacles 5 ersonal development have been
emphasised by this educational method. It clear how dynamic knowledge is, always
' ermined to use the lessons I learned from this

mic and professional endeavours but also in my

Dear Parti e

I am cogdlucting a study on "The Impact of High-Performance Work Systems on Employee Well-

8.2 Questionnaire %
Introduction &

isfaction" in the UK retail sector. Your valuable insights and responses will help us

deepet understanding of the relationship between High-Performance Work Systems



(HPWS) and employee well-being and satisfaction. The questionnaire is designed to assess Vari%

dimensions of HPWS, employee well-being, and satisfaction using a Likert scale ranging%r/&&j

(Strongly Disagree) 2 (Disagree) 3 (Neutral) 4 (Agree) to 5 (Strongly Agree).

solely for research purposes.

Demographic Questions

1. Gender
e Male
e Female

e Non-binary/Third gender

e Prefer not to say @
2. Age

9%
o 18-24 years %

e 25-34 years

ear older



3. Employment Status \6/

e Full-time employee %
o Part-time employee @&

e Contract worker

e Temporary worker

o Self-employed @:;
e Unemployed

e Student

Associate's degree §
Bachelor's degree Q

Master's degree

Doctorate/Ph.D.
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£20,000 to £40,000 @
£40,001 to £60,000 %
£60,001 to £80,000 @&
More than £80,000
Prefer not to say

Questions @S
Employee Involvement

1. The company encourages employees to partici

decision-making processes that

e
[J d

P

affect their work.

&

= N

2. Employees have opportunities to voice theix opinions and ideas to management.
e 12345

3. The organization V%@% nsiders employee feedback in improving work processes.

e 12345

and values employee input in decision-making related to their job

sibilities.

Em s are encouraged to participate in cross-functional teams and projects.

345



6. The organization fosters an inclusive and open communication culture where employ

can freely share their ideas.

' @

Training and Development

7. The company provides sufficient training opportunities for employees ance their
skills.
e 12345
8. Employees receive regular performance feedback to identify areas for improvement.
e 12345
%
9. The organization supports employees' professio rowth and development.

e 12345
10. The training programs offi the” company align with employees' professional
development needs.
o @
e« 12345 x

11. Employees h acc ongoing learning opportunities to enhance their skills and
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e 12345

Performance Management &&9@

13. Performance evaluations are conducted fairly and transparently.

e 12345

14. Employees understand the performance expectations set by the company.
e 12345

15. The performance management system motivates employees to perform at their best.

16. Performance evaluations are conducte@re% i)l time.

e 12345 x

17. The performance management rovides clear and actionable feedback to help

e 12345

employees improve.

. 1234 0§

18. Employees' achieye

and contributions are recognized and celebrated in the

performance ationprocess.
e 1234
Rewarts\Systems
). The ization offers competitive and attractive rewards for good performance.



20.

21.

22,

23.

24.

Employee Well-being

25. The company

26. Employees' ge

Employees feel recognized and appreciated for their contributions.

12345

12345

The organization offers non-monetary rewards (e.g., public reco

monetary rewards. @

12345

The rewards and recognition system is linked to employees' achievements @

The rewards and benefits provided by the compan petitive compared to other

12345

employers in the industry. @
O%ﬁ

through the rewards system.

Employees perceive that their hagﬁ and dedication are fairly acknowledged

12345

1234

N

mo ealthy work-life balance for employees.

deral quality of life is supported and prioritized by the organization.



27. The company provides resources and support for employees' mental health and w%

being. &&9

e 12345

28. The workload is manageable, and employees do not feel overwhelmed by je

e 12345
Employee Satisfaction

29. Overall, I am satisfied with my work in the organization.

. 12345 %

30. I am satisfied with the career developmen 0 ities provided by the company.
&

e 12345
31. The rewards and benefits offered by organization are satisfactory.

e 12345

32. The company foste<>s @nd inclusive work environment that contributes to
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34. The company offers a competitive compensation package that makes employees f

valued. %

e 12345
35. The work environment and company culture motivate employees to give theirbesteffort.
e 12345
36. Employees believe that their contributions to the organizatjon e a meaningful impact.
e 12345

37. Overall, I am satisfied with the level of support and%s provided to me in my role.

e 12345 @
&
I sincerely appreciate your participation in @ our feedback will aid us in advancing

knowledge and understanding in the field &f oyee well-being and satisfaction in the retail
sector. Should you have any queries or , please feel free to contact us.
Thank you for your time and geutrib to this research.
<
Sincerely, i%



