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[bookmark: _Toc235119046]1: Introduction
[bookmark: _Toc235119047]1.1 Introduction
Plan A represents Marks & Spencer's sustainability plan to aid the environment and business growth. It provides in-scope guidance for the reduction of carbon, responsible sourcing, waste management and employee wellbeing. Plastic and packaging reductions and reuses are an important part of M&S's journey to net zero. As part of Plan A 2030, M&S have pledged to ensure 100% of everything they package is widely recyclable. In March 2026, M&S marked a key milestone by having a minimum of 30% recycled content in its plastic packaging, helping M&S to cut down on its usage of virgin plastics (Marks and Spencer, 2026a). M&S's Climate Change targets include a reduction of 55% in Scope 1 & 2 emissions, a reduction of 30% in Scope 3 FLAG (Forestry, Land and Agriculture) emissions, a reduction of 42% in Scope 3 non-FLAG emissions and other targets in support of its net zero and wider ESG targets (Marks and Spencer, 2026b). They acted in a way that further damaged brand reputation, recruited customers who care about sustainable business and were more inclined to apply for jobs, boosted engagement amongst staff, built trust with their customers, benefited long-term profitability and strengthened brand advantage throughout the UK retail sector in line with sustainable business practices going forward. 
[image: ]
Figure 1: Operational waste of Marks & Spencer in the UK and Ireland, 2018-2026
(Source: Statista, 2026)
In the United Kingdom (UK) and the Republic of Ireland (ROI), M&S stores, offices and warehouses generated over 79,000 metric tons of waste during the 2025/26 financial year (Statista, 2026).   
[bookmark: _Toc235119048]1.2 Research Objectives
· To critically analyse how M&S communicates its "Plan A" sustainability achievements through its HR recruitment channels to attract diverse talent pools. 
· To evaluate the role of green training and development programs at M&S in fostering internal employee engagement and external candidate attraction.
· To provide recommendations for UK retail HR leaders on how to maximise the return on investment (ROI) of Green HRM practices in a highly competitive hiring landscape. 
[bookmark: _Toc235119049]1.3 Research Questions
· What impact did Marks & Spencer's Plan A Green HRM practices have on employee engagement and workforce attraction? 
· Who gained most from Marks & Spencer's green training and development programmes under Plan A? 
· How did Green HRM practices in Plan A impact employees and the hiring process in the UK retail industry? 
[bookmark: _Toc235119050]1.4 Research Hypothesis
H₀ (Null Hypothesis): 
Marks & Spencer's Plan A Green HRM practices had no significant effect on employee engagement and workforce attraction.  
H₁ (Alternative Hypothesis): 
The implementation of Marks & Spencer's Plan A Green HRM practices proved to be a strong support in enhancing employee engagement and workforce attraction.


[bookmark: _Toc235119051]2: Literature Review
[bookmark: _Toc235119052]2.1 Green Human Resource Management Practices in the Retail Sector 
Retail organisations were able to ensure environmental impacts were reduced by engaging in responsible employee management and sustainability practices through Green Human Resource Management. Green HRM is the alignment between the HR practices and policies within the company and the corporate environmental objectives (Ayari and Al Meer, 2025). The following practices are recruitment, training and educating about the environment, performance management, awards, and involving employees in sustainability activities every day. These practices have been implemented by retail organisations as customers, investors, employees and governments now demand higher levels of environmental responsibility from businesses. Green HRM is a relationship of the organisation's activities to HRM systems in their definition, development and implementation in relation to their effects on the natural environment (Usman et al. 2025). In their business operations over the past year, 73% of retail leaders made a strong (increased) investment in sustainability (Sheehan, 2023). The high proportion of green recruiters received applications where they emphasized that the company is responsible and concerned about the environment and encouraged active participation in protecting it. Green HRM from a micro-level perspective is a collection of institutionalised HR practices which promote employees' environmentally responsible behaviours (Ayari and Al Meer, 2024). However, some organisations started their green initiatives just to gain a reputation and not to make any actual contribution to the environment or be held accountable. These methods decreased employee trust since the actions and behaviours outlined in the promise of sustainability were sometimes not what they were seeing in the workplace. Retail companies go beyond the administrative aspects of HRM and emphasise the importance of HRM in the pursuit of environmental goals, as well as the potential for interdisciplinary integration between strategic HRM and environmental management (Adiatma¹, 2024). Green Human Resource Management positively affected the performance of organisations and fostered their responsibilities toward the environment, their employees, and long-term competitiveness in the retail sector. 
[bookmark: _Toc235119053]2.2 Corporate Sustainability Strategies and Green Human Resource Management 
Reducing environmental effects while at the same time driving better long-term corporate performance and stakeholder confidence related to sustainability in retail organisations. These strategies were facilitated by Green Human Resource Management, which promoted environmentally responsible behaviours amongst employees via recruitment and training, incentives and rewards and performance management. In green HRM, HR identifies the individual needs of an employee in the organisation for development through various programmes (Khan et al. 2025). 70% of executives found that climate change would have a strong impact on business strategies in the next three years (Deloitte, 2024). Almost half (45%) also overhauled their business models to effectively leverage sustainability goals, as well. The experience and understanding of employees of a company's sustainability programmes differ according to their position in the company (Krampe et al. 2025). Some organisations, however, committed significant resources to sustainability reporting but offered minimal employee engagement in workplace environmental programs. If transparency is granted and there are clear goals in terms of environmental, social and governance (ESG) and measurable progress, the first success factor becomes a much more appealing choice (Yusof and Widyasamratri, 2025). These disparities led to poor staff engagement, as staff were expecting to be participating rather than hearing only messages relating to sustainability to receive a promotion. Retail companies with active employee involvement achieve higher employee satisfaction (Shinde, 2025). In order to implement corporate sustainability effectively, Green Human Resource Management should be used to achieve sustainable practical implementation in the manner of engaging the employees, communicating with them transparently, continually learning, having measurable environmental goals, and having stiff organizational commitment. 


[bookmark: _Toc235119054]3: Methodology
[bookmark: _Toc235119055]3.1 Research Philosophy
The research philosophy used in this study would be a positivist research philosophy where the observables and measurables determine the effect of Marks & Spencer's Plan A on the engagement and attraction of the UK retail industry. As mentioned by Maretha (2023), positivism holds that the focus of the research will be hypothesis testing and offers the opportunity of finding causal relationships between Green HRM practices and measurable outcomes like employee engagement scores, application rates and retention metrics.
[bookmark: _Toc235119056]3.2 Research Approach
To guide in the development of testable hypotheses about the impact of Plan On workforce behaviours and attraction, a deductive approach is used, starting with theories related to Green HRM and employer branding. A deductive approach which began with existing theories on Green HRM and employer branding was used to guide the development of testable hypotheses about the impact of Plan A on workforce behaviours and attraction (Hall, Hall and Shaw, 2022). The research is taken from the theoretical and moved to the empirical level by appropriate operationalising of constructs (e.g., perceived organizational environmental commitment, engagement, and intention to stay), collecting primary data and applying statistical tests to validate or disprove the presumed association (hypotheses) between constructs. In this way theoretical foundation can be ensured, and hypothesis evaluation becomes easily possible.
[bookmark: _Toc235119057]3.3 Research Design
It is a descriptive research design which systematically describes relations and patterns among planned HR practices and employee outcomes. Engagement levels, attraction indicators, and perceptions will be profiled for each subgroup based on section and various demographic and organisational characteristics. This will be presented in descriptive form to provide a snapshot of each group and enable managerial implications and further causal research.
[bookmark: _Toc235119058]3.4 Research Method
Quantitative Data 
The Quantitative method has been used to test theory-based hypotheses and determine statistically significant relationships between variables (Syukur and Fachmi, 2025).
[bookmark: _Toc235119059]3.5 Data Collection Tool
Primary data will be collected using a structured questionnaire with the current employees and job applicants of the retail companies in UK, which includes several likert-scale item, demographic item and behaviour-intent item. Survey allows the uniform and comparable answers, so as to enable statistical analysis.
[bookmark: _Toc235119060]3.6 Data Analysis Tool
Data will be collected and analysed using SPSS for descriptive statistics, reliability testing, correlation, regression analysis based on hypotheses, as well as effect size based on subgroup comparison.
[bookmark: _Toc235119061]3.7 Sampling Technique
The probability sampling method will be implemented (in a stratified manner, randomly selected in each retail chain and job level) for better representativeness. The sample size target is about 75-100 respondents, including HRs, employees, and managers from the retail sectors, which is sufficient for multivariate analyses.
[bookmark: _Toc235119062]3.8 Ethical Considerations
All primary research will comply with academic ethical standards. All participants will be informed that they are participating and their rights to consent to be included in the study. Data will remain confidential and anonymous during the data collection and analysis stages of this research.
[bookmark: _Toc235119063]4. Expected Findings
The research is expected to find a strong, positive link between the open communication of M&S's accomplishments under the Green Plan A and the attraction of a diverse pool of highly qualified talent. The first trend is green HRM, is an increasing focus on ecological aspects within recruiting, training, and employee retention (Efranto et al. 2026). Job interviews in the digital age, climate-friendly benefits, sustainable workplace infrastructure are no longer an added value, but a matter of course. The second trend is the measurability of sustainability in recruiting. Recruitment and HR activities of employers will become more accountable to the company's carbon footprint (Al Mamun, 2025). Retail companies such as M&S who do this transparently, gain the trust of their clients and distinguish themselves. Employer attractiveness is just one advantage of credible strategies for ESG is that retail companies can substantially lower employee turnover (Mazur, 2025). The third trend is about the connection between the employer brand and the company strategy. Sustainability is increasingly connecting the business model, customer strategy and HR strategy (Iqbal et al. 2025). ESG strategies also make M&S more attractive as employers and lower their staff turnover as well as the costs of loyalty. High-level sustainable brands play a significant role in attracting external candidates, but that tangible localised green training and development are more significant influences on internal employee engagement (Ly and Mujtaba, 2025). 


[bookmark: _Toc235119064]5. Limitations
Identifying limitations ensures academic honesty and that appropriate thought has been given to the feasibility of the research.
Expected limitations of the research include: 
· Access to Data: Directly interviewing senior HR leaders at Marks & Spencer could be difficult, as it is likely they will not be able to grant permission because of corporate confidentiality. 
· Mitigation strategy: To support the main qualitative and quantitative data, only a detailed secondary analysis of existing publicly available HR report data, recruitment literature and public employee review data for M&S will be conducted.
· Time Constraints: The time required to complete an MBA dissertation will not allow for a longitudinal study to be conducted to measure employee turnover. 
· Mitigation strategy: The analysis will use the cross-section study approach as it is not possible to conduct longitudinal analysis due to time constraints, to describe the employee's attitude and levels of engagement within the defined time.
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Table 1: Gantt Chart
(Source: Self-created)


[bookmark: _Toc235119066]7. Conclusion
With the competition of the leading retailers in the UK intensifying, conventional recruitment strategies are not going to be enough. Utilising a combination of qualitative and quantitative research methods to analyse both internal engagement and external talent attraction (Dhingra et al. 2025). To use green HRM techniques to manage their retail organisations digital presence by offering their services. Retail organisations are inclined to implement green HRM through digitalisation to increase the capacity of workforce retention through automation (Nastase et al. 2025). Such a scenario can lead to corporate and Employers' social responsibility for maintaining the environment. Green HRM is not just theoretical, it’s more a practical approach in between the concept and the practice balance between environmental issues and business performance (Ahmad Giran et al. 2025). When retail companies adapt GHRM as active for positive change, savers of the earth's resources. For future generations and gaining trust & admiration of Marks & Spencer stakeholders. The journey to a more environmentally and socially sustainable future. The conscious incorporation of responsibility Green HRM into organisational strategies and practices (Taamneh et al. 2025). Green human resources management is very important as it not only aids Marks & Spencer in enhancing their reputation and increases economic efficiency and because it encourages employees to adopt an ecologically conscious approach to work, clients. How to deal with employers and employees in a social manner.
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