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[bookmark: _Toc214539596]Chapter 1  
[bookmark: _Toc214539597]Introduction
In today’s highly competitive marketplace within the UK retail industry, engaging the employees continues to remain a key priority to strive the performance. Keeping a motivated workforce represents an opportunity to ensure a successful journey, as well as to support organisations to achieve greater adaptability, performance, as well as meeting the consumer’s needs. At the same time, retailers continued to pay attention within their operations to increase their productivity rates. The following study focuses on evaluating different employee engagement strategies approached by the UK retailers, including Tesco, Morrisons, and John Lewis, in order to consider the most effective ones in tackling the active challenges faced, but also in evaluating their commitment and implications to the Human Resources management. 
[bookmark: _Toc214539598]Background
Within the UK, retail industry continues to remain one of the most important sectors contributing to the national economy. According to Smith (2024), retail represents the sale of goods and services to individual consumers for personal use. Being a large industry, UK retail industry employed more than 2.84 million people in 2024, accounting for more than 10% of the overall jobs within the UK economy. Over the past decade, retailers continued to struggle in improving retention among their employees, especially as the Covid-19 pandemic caused multiple challenges within their organisations, systems and even, processes. According to CIPD (2025), higher turnover rates continue to remain ones of the most critical challenges faced by the UK retailers, alongside the economic pressures and consequences faced by the pandemic caused by the Covid-19. Due to this aspect, employee engagement continues to remain one of the most essential elements in stimulating organisational performance level, as well as in supporting business to succeed. 
According to Kahn (1990), employee engagement continues to remain a priority within the UK retailers as it refers to the emotional connection between the employees and organisation. In fact, it helps in motivating the workforce, but also in supporting the organisations in achieving its targets, and therefore, it is perceived as a key indicator within the organisational performance. Engaged employees are more likely to demonstrate greater productivity, lower absenteeism levels, and implications, increasing the overall organisation’s performance. Conversely, Briggs (2023) explained as low engagement levels may bring significant issues within the organisations, in terms of high turnover rates, poor service delivery, impacting negatively the brand reputation on the market. Considering the increasing competition within the UK retail industry, it may be considered as employee engagement represents not an essential, but a mandatory step in supporting organisations to succeed. 
According to Nilsson and Backman (2024), UK retail industry continued in facing dramatic challenges in terms of their HRM practices, especially when approaching employee engagement and retention strategies. As a result, significant issues faced are labour shortages, higher turnover rates, increasing absenteeism levels and many others. According to CIPD (2024), figures evidenced as the retail industry faces the highest levels within their turnover rates, exceeding 34% as of 2024. Indeed, this outcome may have a clear connection to the retention practices integrated by the UK retailers. Considering these key elements, the following study targets on evaluating the effectiveness of employee engagement strategies within the UK retail industry, using secondary data. 
[bookmark: _Toc214539599]Research Aims
The aim within the following research is to evaluate employee engagement strategies within the UK retail industry, as well as their impact on staff retention. 
[bookmark: _Toc214539600]Research Objectives
•	To investigate HRM practices in stimulating employee engagement within the UK retail organisations. 
•	To analyse the extend in which the employee engagement practices within the employee turnover rates among different UK organisations. 
•	To critically examine challenges faced by the UK retailers related to HRM practices. 
•	To provide recommendations to the UK retailers in stimulating the employee engagement.
[bookmark: _Toc214539601]Research Questions 
How do employee engagement strategies influence staff retention in the UK retail sector?
What are the most effective HRM practices introduced by the retailers in reducing turnover rates and absenteeism within their employees?
What are the challenges faced by the UK retailers within the process of engaging the employees? 
[bookmark: _Toc214539602]Justification of research 
This research is justified as the growing concern and alarming cases in regards of the increasing employee retention rates within the UK retail organisations continues to impact on the organisational performance level. In fact, as per CIPD (2025), increasing turnover rates and low engagement levels may be perceived as being barriers within the UK retailers in developing sustainable workforce strategies. Conversely, within the industries such as retail one, workforce is considered being the most important one, especially as the employees have a direct connection and interaction with the customers, and therefore, they have the opportunity in influencing the profitability of the organisations. 
At the same time, retailers continued to integrate various employee engagement practices in order to stimulate the motivation within their workers. Thus, it is critical to evaluate these tactics and strategies, by approaching the contexts and practices. In other words, academic theories such as Maslow’s Hierarchy of Needs, Herzberg’s two-factor theory will be important in examining the effectiveness of the engagement process within the workers from the selected three retailers in the UK: Tesco, Morrisons and John Lewis. This may help in examining the benefits and challenges of the approached HRM practices employed by the UK retailers, and considering the best practices, which therefore, can be approached by other retail organisations, as part of their process in gaining a greater sustainable competitive advantage on the market. 
[bookmark: _Toc214539603]Brief literature review
Literature review chapter will introduce the first two theories considered within the process of examining the employee engagement and motivation process: Maslow’s hierarchy of needs and Herzberg’s two-factors theory. As explained, Kahn (1990) approached employee engagement as being the level of emotional, cognitive, and physical involvement within the employees brining to their roles and positions. At this stage, this can be easily interpreted and connected considering Maslow’s hierarchy of needs, as well as Herzberg’s two-factor theory. 
Maslow’s (1943) hierarchy of needs continues to remain one of the most influential frameworks that can be approached within the organisational contexts in evaluating employee engagement and motivation. The theory proposes that employees are motivated within a similar level based on their needs, which ranges from physiological levels to the self-actualisation one. Within a similar level, Herzberg’s (1959) two-factor theory assumes that hygiene factors (salary, working conditions) are the ones responsible for preventing employee’s dissatisfaction, while motivators (achievement, responsibility, career development opportunities) are the ones relevant in increasing the motivation levels among the employees. Indeed, effective strategies of engagement among the employees need to demonstrate application of both hygiene factors and motivators to ensure a greater satisfaction level as well as long-term competition. 
[bookmark: _Toc214539604]Brief methodology 
This research adopts a qualitative, secondary data approach, analysing existing reports and literature. As per Saunders et al., (2019), qualitative research is the one supporting analysis in depth of factors requiring investigation, developing a rich perspective from existing sources. In fact, this helps in examining the experience itself in terms of UK landscape within the post-pandemic period, as part of the process in understanding the situation clearly. There are approached various sources such as publications, industry trends (CIPD, Deloitte, Statista), company’s annual reports, as well as peer-reviewed articles, and Government publications (ONS, GOV). In fact, those will remain the critical foundations in examining the employee engagement strategies within the UK retailers. 
Moreover, the study adopts a thematic analysis within the data analysis section, in order to consider the opportunity to meet the research objectives and to address all the research questions developed previously. The main critical themes considered will involve: HRM practices within the UK retailers, engagement strategies, motivational drivers, as well as key challenges within each organisational context. Integration of the proposed theories Maslow’s Hierarchy of Needs and Herzberg’s two-factor theory represents an opportunity to conduct an in-depth study, and therefore, to determine the best strategies that can be implemented by the UK retailers in improving the employee engagement, as well as in supporting tackling the turnover rates. 
[bookmark: _Toc214539605]Chapter Summary
In summary, the first chapter is essential within the research as it establishes the foundation of the study, outlining and evaluating the importance of employee engagement within the UK retail organisations. As evidenced, there are introduced the most important key elements in terms of research aim, objectives and questions, which will be derived and evaluated within the following sections. Indeed, the introduction explained the importance of the study, approaching both organisational contexts, but also real-time situations, whereas UK retailers struggle to tackle the higher turnover rates and employees’ motivation. Overall, the study looks at providing future guidance in stimulating UK retail organisations in enhancing their organisational performance level, nuancing the importance of employee engagement, as being a driver within their successful journey. 








[bookmark: _Toc214539606]Chapter 2: Literature Review 
[bookmark: _Toc214539607]Introduction 
Employee engagement derived from Human Resources Management, especially when it comes to retail industry (CIPD, 2023). Within the UK, retail organisations are continuing to struggle to engage with their employees, considering the increasing risks of competition. Drawing upon theories such as Maslow’s hierarchy of needs and Herzberg’s two-factor theory, the study captures “motivation”, as being a key essential element supporting the organisations to achieve sustainable performance on the market. In fact, integration of these key theories represented an opportunity to understand in-depth “drivers” of engagement within the retail workers. 
According to Saunders et al., (2019, p. 67), literature review is considered being the foundation of the study, as it focuses on including key theories, and other reviewed sources discussing about the topics developing. The following chapter is approached systematically, in order to ensure alignment with the proposed research key objectives. Indeed, there are presented important key areas, including the role of human resources management in stimulating employee engagement within the UK retail industry, the connection between employee engagement and retention, motivational drivers supporting the employees working in the retail industry, as well as challenges impacting the employee engagement. By this way, there is conducted a systematic approach, synthetising plenty of secondary sources, including industry reports, peer-reviewed articles, as well as other academic studies, relevant in outlining the research gaps. 
[bookmark: _Toc214539608]Theoretical Framework 
The concept of “Employee engagement” can be interpreted utilising numerous motivational key theories, such as Maslow’s (1943) Hierarchy of Needs, or even, Herzberg’s (1959) Two factor theory. Indeed, these extensive tools may help in analysing the employee engagement within the UK retail industry, in order to clearly articulate the “drivers” supporting motivation. 
[image: A pyramid of self-actualization with Mediterranean Sea in the background

AI-generated content may be incorrect.]Figure 1: Maslow’s hierarchy of needs (McLeod, 2025). 
Maslow’s Hierarchy of Needs suggests that human motivation is generally progressing through five-stages, which can be fulfilled within a hierarchical order, to make the individuals in feeling to be self-actualized (Maslow, 1943). Within the workplace, these needs are easily covered by providing fair play treatment, secured job position, opportunities for enhancing social skills, such as teamwork and collaboration, recognition programmes, career development plans, as well as many others. Indeed, the theory assumed that employees are more engaged in the process when these key drivers are satisfied. Retail managers may progress with this key model in understanding the employee’ engagement, especially considering the dynamism and level of competition within the industry. 
[image: A diagram of a business

AI-generated content may be incorrect.]Figure 2: Herzberg’s two-factor theory (Nickerson, 2025). 
Moreover, Herzberg’s two-factor theory (1959) remains another important key motivational theory that can be approached when it comes to employee engagement and motivation. It may be considered as this theory complements Maslow’s model as it helps in distinguishing between hygiene factors, as being those preventing dissatisfaction among the employees, as well as motivators, as being those actively enhancing employees’ engagement and motivation. On the one hand, hygiene factors may be considered salary, working conditions, policies, as well as supervision, while the motivators involve achievement, interest, responsibility, as well as advancement. 
Therefore, integration of these theories represents an opportunity to reflect and critically evaluate employee engagement within the UK retail industry within a more complex and comprehensive manner, approaching both financial and non-financial rewards, targeting both psychological and emotional needs within the individuals. Indeed, this dual model helps in evaluating a deeper analysis of the HRM practices integrated by the UK retailers, aligning with employees’ intrinsic and extrinsic needs, to tackle challenges such as poor retention, increasing turnover rates. 

[bookmark: _Toc214539609]Theme 1: The role of HRM practices in stimulating employee engagement
Generally, Human Resources Management practices are relevant in capturing and promoting strategies to stimulate employee engagement, which are essentially in retail industry. According to Armstrong (2020), the most relevant HRM practices approached by the managers within the retail organisational contexts imply recruitment, training, as well as performance management are the ones relevant in supporting the process to foster a positive work environment, encouraging engagement and involvement within the employees, especially when it comes to the retail industry. As per CIPD (2021), effective HRM practices are essential to make the employees feel being valued and motivated, supporting the organisation to achieve its targets and objectives. 
According to Saks (2022), HRM practices continue to contribute to the process of engaging positively the employees within the workplace. In fact, these are stimulating and influencing the employees’ behaviours and attitudes, and therefore, they are relevant to impact on their retention, whereas employees can develop a greater relationship and connection with their employers. Moreover, according to Elrehail et al., (2020), greater HRM practices are the ones relevant to increase employee satisfaction, which remains a critical consideration within industries such as the retail sector. 
In summary, effective HRM practices are vital within the organisational contexts, as they address employee’s needs and aspirations for personal development. Indeed, with strong and effective HRM practices, organisations can develop more productive and motivated workforce. 
[bookmark: _Toc214539610]Theme 2: The interrelationship between employee engagement and retention 
Generally, employee engagement and staff retention are interconnected together within the organisational contexts, especially considering the UK retail industry registers issues in terms of retaining the staff members and increasing absenteeism levels. Saks (2006) evaluated as the employee engagement being the process in which employees invest in their cognitive, emotional, and physical energy into their work, supporting the organisations to meet its goals and targets. The same concept is also explained by Albrecht et al., (2015) that approached as the engaged employees are more likely to develop a sense of purpose and to maintain long-lasting relationships with their employers. 
Within the UK retail, the process of retaining the employees remains a very critical consideration, especially considering the alarming figures that shown as the average turnover rates exceed 34% (CIPD, 2024). Retailers such as Tesco and John Lewis introduced multiple strategies to increase employee engagement as well as to retain the employees, in terms of recognition schemes per performance, shares percentages of profits, as well as many others. Indeed, these practices align with Herzberg’s two-factor model, reinforcing motivators as well as with the self-esteem and self-actualisation stages within Maslow’s model. 
Moreover, according to Schaufeli (2017), low levels of engagement can lead to absenteeism, decreased productivity rates, as well as burnout. At the same time, organisations need to develop sustainable engagement strategies in order to ensure they are boosting the productivity rates among the employees. By this way, they are more likely to remain within the organisation, which therefore, supports the turnover rates, which are critical within the UK retail sector.  
[bookmark: _Toc214539611]Theme 3: Motivational drivers within the employees working in the retail industry 
Due to the complex and dynamic work environments within the UK retail industry, motivation has become a central pillar within the organisations, within the process of engaging employees. Due to this fact, Bent and Freathy (1997) explained that process of motivating the employees remains vital within the organisations, approaching both intrinsic and extrinsic conditions. 
According to LinkedIn (2023), employees working within the retail environment are more engaged and motivated when their managers are integrating plenty of strategies and tactics, including recognition and appreciation on their efforts and performances, constructive feedback, developing career progression pathways as well as many others. 
As per Breevaart et al. (2014), paying attention to both intrinsic and extrinsic motivations within the employees represents an opportunity to centralise the motivation among the workers operating and working within the retail organisations in the UK. As a result, managers are integrating both intrinsic motivators such as autonomy, responsibility, and recognition, as well as extrinsic motivators such as purely financial incentives. At this point, it may be considered as emphasis on the extrinsic motivator is highly considered by the UK retailers such as John Lewis, considering the economic pressures and conditions faced by the people within the last few years (ONS, 2025). At the same time, retailers such as Tesco and Morrisons continued to integrate different strategies to address both needs of the employees, in order to increase their motivation, such as wellbeing incentives, competitive pay rates, as well as many others. 
[bookmark: _Toc214539612]Theme 4: Challenges impacting employee engagement within the UK retail industry 
According to Briggs (2023), numerous UK retailers struggled to improve employee experience and engagement within the post-pandemic period, due to numerous factors, including less in-person training, poor communication, as well as fewer opportunities for development. Therefore, some of the major key challenges faced by the UK retailers are high turnover rates, increasing burnout rates due to the long working hours and repetitive tasks, poor work-life balance, and poor wellbeing incentives. 
At the same time, Howard (2022) explained as HRM practices within the retail industry are ineffective and poor, as the retail organisations are struggling to balance the employee’s needs with the consumer’s needs. As a result, staff shortage continued to remain one of the major top challenges faced by the UK organisations within the post-pandemic period. Moreover, as examined by the CPID (2024), the large turnover rates supported by the retail industry, estimated at almost 34% resulted in decreasing morale among the employees. Indeed, this major issue continues to remain a gap within the organisational contexts, as it increases the recruitment costs, but also brings multiple issues for the managers in maintaining productivity and supportive working environments. 
Moreover, according to Schaufeli (2017), workloads pressures and increasing burnout continued to remain one of the major challenges decreasing the productivity levels within the retail workers. Indeed, this not also affects their job responsibilities, but also their emotional needs. At this stage, it may be evaluated as the retailers struggled to maintain and address employee engagement at a greater level. As illustrated previously, Briggs (2023) explained that ineffective trainings represented issues within the process of stimulating the rise of the employee engagement within the retail landscape from the last years. However, this barrier to engagement continued to register a decline within the intrinsic motivation of the employees (Saks, 2022). 
[bookmark: _Toc214539613]Research Gaps 
Based on the previous review of the existing literature, it may be concluded as plenty of peer-reviewed articles adopted the employee engagement and motivation within the UK retail industry. Whilst the studies adopted and integrated this dimension as being an isolated concept, it is critically to conduct an analysis, in order to examine the concept in relationship with retention, human resources practices, as well as motivational drivers integrating both intrinsic and extrinsic needs. Currently, the following study targets in adopting a comparative study, whereas these research objectives are examined in a case study, approaching John Lewis, Tesco, and Morrisons. Indeed, the analysis looks at evaluating the HRM practices integrated into the organisational contexts, motivational drivers, as well as the strategies integrated to improve the employee engagement, approaching Maslow’s hierarchy of needs as well as Herzberg’s two-factor theory. 
[bookmark: _Toc214539614]Chapter Summary 
In summary, the previous chapter critically examined the existing literature discussing about the employee engagement within the UK retail context. It explored different perspectives, including how HRM practices can differentiate from a retail to another one, the engagement-retention relationship, as well as key challenges faced currently by the UK retailers. Even though studies demonstrated as the UK retailers integrated numerous strategies in increasing the employee’s motivation; yet challenges such as increasing staff turnover rates, limited progression pathways, as well as workload and burnout continued to be approached within the wider context of the retail organisations.















[bookmark: _Toc214539615]Chapter 3: Methodology 
[bookmark: _Toc214539616]Introduction
This chapter targets on explaining the methodological choices integrated and adopted within the study, as part of the process in addressing the major research’ aim: to evaluate employee engagement strategies within the UK retail industry as well as to evaluate their impact on the staff retention, while considering various examples from Tesco, Morrisons, as well as John Lewis. According to Saunders et al., (2019), the research methodology explained represents an opportunity to demonstrate transparency of the study, as well as alignment with the academic standards. 
[bookmark: _Toc214539617]Research Philosophy
The study adopts an interpretivism research philosophy, assuming that organisational dimensions such as “employee engagement” as well as “employee retention” are socially constructed and understood by the meaning of the individuals (Saunders et al., 2019). At this point, HRM practices are considered being qualitative elements, subjective based on the context, as well as shaped by the organisational culture within each scenario approached. Moreover, pragmatism philosophy is also considered another important key element within the methodology integrated, especially as the research aims in evaluating the engagement strategies adopted by the UK retailers, assisting in providing the recommendations and strategies required. 
[bookmark: _Toc214539618]Research Approach
The research approach is predominantly inductive. According to Bryman and Bell (2015), an inductive research approach is characterised by building theory from the analysis, rather than testing hypothesis, which is the case of the deductive approach. The study aims to investigate the engagement strategies considered within the UK retailers, approaching the major key models (Herzberg’ two-factor theory and Maslow’s hierarchy of needs) in order to interpret the themes from the data collected. At the same time, the inductive research approach is relevant within this context as the project solely relies on qualitative secondary data, considering various HRM reports, annual reports in retail organisations, publications and many others. 
[bookmark: _Toc214539619]Research Strategy 
The analysis approached a multiple case study strategy, while examining within the first stage three major UK retailers: Tesco, Morrisons, as well as John Lewis. According to Yin (2018), providing an opportunity to study a multiple case study represents a strategy to build a solid and comprehensive analysis of the topic, studying and evaluating various HRM practices and engagement strategies employed by the organisations in order to respond to the HRM challenges raised within the last decade. Moreover, selection of the case study as research strategy aligns with the interpretivism philosophy employed, whereas it is evaluated a detailed exploration of the organisational meanings and practices, behaviours within the context of “employee engagement”, which continues to remain one significant key point in the study. 
[bookmark: _Toc214539620]Data Collection Methods
The study relies solely on secondary data analysis, which is appropriate for conductive the qualitative study (Saunders et al., 2019). He main important secondary sources considered within this analysis are peer-reviewed articles and journals, professional and industry reports (CIPD, Statista, Retail Times), Government publications (GOV.UK, ONS), company’s annual reports (Tesco’s annual report, John Lewis annual report, Morrisons’s annual report), as well as other textbooks referred to the key theories and models integrated. The sources addressed to the last five years, starting from 2020 until present, in order to support the study in ensuring and providing recommendations on the real-case scenarios and situations. 
[bookmark: _Toc214539621]Data Analysis
Thematic analysis is considered relevant for this study. According to Braun and Clark (2006), thematic analysis represents a qualitative technique for identifying patterns and technique within the contextual data, approaching a systematic process, guided by important key elements, as following: familiarisation with the documents approached, coding key segments to the HRM practices, developing themes in order to align with the research objectives, as well as ensuring and conducting the comparative analysis between the retailers considered, and even, integrating the interpretation based on the key theories approached. 
[bookmark: _Toc214539622]Sample Systematic Review
When integrating the “sample systematic review” process, keywords such as “UK retail engagement”, “retention strategies”, as well as “HRM practices” were the most relevant ones. Based on these, the selection of the sources was approached and underpinned by the ones contributing directly to the research, in order to continue in keeping the purpose of the study. Using a balanced strategy for approaching industry trends reports, annual reports, as well as organisational documentations represented an opportunity to build a more complex and empirical analysis, supporting the research aim in examining the effectiveness of the employee engagement strategies with a direct implication on the retention of the employees, as being one of the major challenges faced by the HR professionals in present. 
[bookmark: _Toc214539623]Ethical Considerations
As the study is founded based on solely secondary sources, indeed, the ethical considerations are minimised, as it does not imply human participants. However, ethical considerations must be acknowledged. Firstly, all the references approached were introduced within the Harvard Reference list at the end of the study, in order to demonstrate transparency and good academic practices, avoiding plagiarism (Saunders et al., 2019). Moreover, the analysis focused on evidencing both negative and positive practices, in order to ensure avoiding challenges caused by the bias interpretation. Indeed, avoiding misinterpretation represented one of the targets, in order to demonstrate good academic practices and standards. 
[bookmark: _Toc214539624]Limitations 
Several limitations are also acknowledged as part of this study, in terms of reliance on exclusively secondary data, which excluded the personal experience and insights within the employees. At the same time, the focus on three UK major retailer (Tesco, John Lewis and Morrisons) may limit generalisability to smaller retailers, especially as the organisations considered benefit from more complex and extended practices. Moreover, the study focused on conducting the analysis within the post-pandemic retail environment, and the findings may not reflect the current situation, which can be approached as a weak point, especially as the retail industry demonstrates dynamism and continuous adaptability, due to its nature and key activities approached. 
[bookmark: _Toc214539625]Chapter Summary 
In summary, the previous chapter outlined the methodology supporting the development of the study. As evidenced, an interpretivism and pragmatic philosophy supports an inductive approach, while using a multiple case study strategy and qualitative data. Moreover, these theoretical models supported the development of thematic analysis, in which there are integrated the major key themes as well as identification of the key patterns related to the HRM practices, employee engagement, as well as retention strategies for the UK retail context. 









[bookmark: _Toc214539626]Chapter 4: Results and Discussion 
[bookmark: _Toc214539627]Introduction
The following chapter presented and discussed the major findings of the study, organised in four major central key themes: 1. HRM practices supporting employee engagement, 2. The interrelationship between employee engagement and retention, 3. Motivational drivers in the UK retail workforce, 4. Challenges impacting the employee engagement in the UK retail industry. Each theme highlighted the situation and experiences in the three major UK retailers considered (Tesco, Morrisons, John Lewis), as well as application of the key theories considered- Maslow’s (1943) hierarchy of needs, and Herzberg’s (1959) two-factor theory. 
Each theme was derived from the review of the company’s reports, industry publications and other peer-reviewed journals considered, reflecting critical areas influencing engagement for the employees within the UK retail industry. By this way, the study helps in assisting the UK retailers in evaluating more the factors underpinning and stimulating engagement, and increasing motivation among their workers, in order to tackle the challenges that may arise. 
[bookmark: _Toc214539628]Theme 1: HRM practices supporting employee engagement 
According to Sharma et al., (2024), there is clear evidence between the employee engagement and HRM procedures, especially as the HR department often plays a role as a mediator between employees and managers, ensuring that employees’ needs are satisfied and balanced with the organisational goals. Indeed, Sharma et al., (2024) explained as one of the major key functions of the HRM is that professionals continue to identify opportunities to stimulate employee engagement at higher levels, being an important key element in stimulating organisational performance and supporting the organisational growth. Within a competitive industry such as the retail sector. As per Sánchez-Gómez and Vázquez-Suárez (2024), the retail industry is very competitive and dynamic, and retailers continue to identify the most effective strategies to remain competitive and successful on the market, especially as the environment is heavily influenced by significant external factors, in the light of sustainability, digitalisation, and transformation. 
[bookmark: _Toc214539629]Training and Development 
According to Jain and Khurana (2017), training and development represents one of the major HRM practices in stimulating and fostering employee engagement, especially as it assumes that productive and engaged employees are more likely to support organisational performance levels and to continue in fostering more positive relationship at work. 
Tesco continued to invest continuously within their training and development strategies. According to Tesco (2025), the organisation continued in providing multiple experiences within their staff workers in order to align with the organisational goals. For instance, they developed leadership development pathways, sustainable awareness training programmes, supporting empowerment within their staff members, and therefore, connecting them with Tesco’s long-term mission (Tesco, 2025). 
Similarly, John Lewis emphasised the importance of learning and development within its culture, tailored to its ownership business model (John Lewis, 2025). In their perspective, John Lewis continued to consider development as being an opportunity to support the employee’s personal empowerment, which therefore, strengthened the organisational culture, and even, productivity on a long-term basis. Moreover, in John Lewis retailer, training programmes within their partners are linked to the risk management behaviours, supporting the individuals to develop their skills in order to minimise disruptions occurring within the workplace (John Lewis, 2025). 
In Morrison’s case, managers continued to integrate training and development opportunities as being one of the strategies in stimulating employees’ interest, supporting their skills advancement. According to Morrisons (2024), mandatory operational training provided by their managers continues to remain one of the most effective practices stimulating the employee engagement, while developing their skills and abilities. 
[bookmark: _Toc214539630]Reward and Recognition Practices 
According to Mdhlalose (2023), reward continued to remain one of the most important HRM practices stimulating directly the employee engagement, especially as within the dynamics and competitive environments, such as within the retail. At this point, retailers continued to adopt different perspectives and strategies in integrating various innovative reward opportunities and strategies. In retail organisations, reward practices demonstrated alignment with Herzberg’s two-factor theory, which clearly devises hygiene factors and motivators, while considering the non-financial incentives (recognition, achievement, responsibility) with the financial incentives (competitive salary, bonuses). In Tesco, reward strategy is highly influenced by their organisational culture and commitment to sustainability, as part of their process in educating the employees in acting more responsible, as well as in stimulating a greater progress and in achieving a greater performance level on the market (Tesco, 2025). At the same time, John Lewis is one of the most innovative retailers in the UK in providing different reward strategies, while considering their democratic business model in regard to the “employee-ownership” function. According to John Lewis (2025), the employees receive an annual bonus reflective on the business’ performance, which connects directly with the opportunity in increasing their engagement, as well as in making them feeling being more productive and interested in completing their tasks and responsibilities. Another good example of rewarding belongs to Morrisons that continues to provide within their employees under various strategies, including colleague discounts, bonuses on different occasions, as well as long-service awards (Morrisons, 2024). 

[bookmark: _Toc214539631]Employee Voice and Communication 
As Kim and Cho (2023) noted, employee voice continues to remain a significant key practice within the HRM, being the central key element in stimulating engagement on a long-term basis. In fact, this opportunity represents an effective solution in supporting the employees to engage within the business-context issues, as well as in engaging within the decision-making process as part of the organisational context. At the same time, Kim and Cho (2023) explained as the HR managers are responsible for integrating an open communication in order to demonstrate good practices and to facilitate positive relationships within the work environments. Considering the main retailers examined within this study, John Lewis has the most comprehensive employee voice, especially as the employees are integrated directly within the organisational decision-making process (John Lewis, 2024). At the same time, Tesco introduced employee voice through engagement surveys, in order to demonstrate transparency and responsiveness for continuing to engage their workforce constantly. In Morrison’s scenario, the organisation demonstrates lack of integration of formalised employee voice practices, while addressing mainly to the store-level leadership and channel considered.  
[bookmark: _Toc214539632]Summary of Theme 1
Based on the previous key points evidenced, HRM practices within the retailers examined previously have different approaches in stimulating employee engagement dimensions. Yet, John Lewis demonstrated the strongest practices aligned within their employee-ownership business model. At the same time, Tesco continued to adopt a strong leadership culture, but lacks promoting employee’s voice models, and Morrisons practices continued to appoint and register strong gaps, reducing the employee engagement, and limiting in keeping competitive advantage on their side. 
[bookmark: _Toc214539633]Theme 2: The interrelationship between employee engagement and retention
According to Presbitero et al., (2025), employee engagement and retention continue to remain two significant core factors that continue to remain significant in the context of HRM, especially within the context of the UK retail sector, which continues to register one of the highest employee turnover rates within the national ecosystem. As per CIPD (2024), retail turnover rates exceed 34%, demonstrating a real situation that needs to be considered within each organisational context, in order to support business to succeed and develop the best practices. The following study targets in critically evaluating the retention practices integrated by three major UK retailers considered within this investigation: Tesco, John Lewis, as well as Morrisons. 
[bookmark: _Toc214539634]Engagement as a Foundation for Retention
According to Saks (2022), engagement is generally influenced by the ability of the employees in investing cognitive, emotional, and physical energy. At this stage, for those who proceed by this way, are more likely in developing and in considering greater connection with the organisational brand, enhancing the organisational performance within its individual responsibilities. As Afrahi et al., (2022) noted, lack of engagement among the employees may cause negative issues and consequences for both individuals as well as for the organisational contexts. Also, several negative effects caused by the lack of engagement may be higher absenteeism rates, reduced productivity, as well as even, voluntary turnover. 
John Lewis’ scenario
In John Lewis scenario, employee engagement and retention are generally influenced by the organisation’s “employee-ownership model” (John Lewis Partnership, 2025). By this way, their culture is focussed on providing a sense of belonging within their employees, especially as those are approached as being “partners”. However, despite the fact that democratic business model continued to remain one of the major core pillars within John Lewis’ scenario and foundation since its beginning, thus, the current situation continues to remain a serios challenges, as the Board decided in removing employee’s bonuses within the last few years, after the organisation faced significant losses (Simpson and Moreau, 2025). Indeed, this situation caused challenges within their employees, as well as increasing level of frustration, considering as the decision continues to remain effective within the last three-year period. 
Tesco’s scenario
While facing similar issues with the John Lewis organisation, as both of them operate within the retail context, Tesco continued to expand its operations in supporting employee engagement at a larger scale within the last decade. As per Tesco (2025), the organisation continued to develop and expand its wellbeing programmes, in order to ensure within their staff, the opportunity to balance their personal activities with the professional ones, as well as enhancing their career development opportunities, in order to stimulate the growth of the retention rates. Based on their latest annual report, Tesco succeeded in increasing the employee engagement level within their workers, being estimated to 85%, which is considered a key advantage (Tesco, 2025). 
Morrison’s scenario 
Moreover, Morrison’s continued to expand their employee engagement incentives, yet the current situation continues in struggling with the opportunity to retain their employees. According to Rodger (2025), staff shortages and operational restructuring continued to impact on the organisational performance of the retailer. In fact, inconsistent management practices and poor engagement opportunities are the ones that continued to stimulate a less engagement and retention rate within their workers. According to their latest annual report, the employee’s engagement rates are estimated at 76%, which are significantly lower compared to Tesco’s ones (Morrisons, 2024). The situation from Morrisons can be evaluated within the context of Schaufeli (2017)’s analysis which explained that staff shortages and management-related issues are often led to increasing burnout rates, as the employees may feel underestimated and undervalued. 
[bookmark: _Toc214539635]Theme 3: Motivational drivers in the UK retail workforce-theories
In the context of employee engagement, motivation continues to remain a key driver, especially within the workers operating in the UK retail industry. In the context of the retail organisations, motivation continues to remain an important key element, especially as it helps the individuals in achieving organisational goals and in increasing customer satisfaction and loyalty at greater levels (Machova, 2023). The importance of motivation continues to remain addressed while considering the customer-centric cultures integrated by the UK retailers, in order to respond positively to their customers and to support their decisions, assisting with their queries. Therefore, understanding the motivation process can be highlighted within two major key frameworks and theories, considering Herzberg ‘s (1959) two-factor theory, as well as Maslow’s (1943) hierarchy of needs, which can be applied in various organisational contexts, while considering the case study of John Lewis, Tesco, and Morrisons. 
[bookmark: _Toc214539636]Intrinsic Motivators (Herzberg’s Motivators)
According to Herzberg et al., (1959), Two-factor theory is the one that distinguishes the motivators and hygiene factors. Motivators are perceived as being intrinsic motivators such as recognition, achievement and responsibility being essential in stimulating employee engagement. Under this theory, it may be explained as the intrinsic motivators play a fundamental role in driving to the employee engagement at a higher level within the retail context, especially as those are connected to the employee’ emotional and psychological needs. 
Application of intrinsic motivators in the organisational contexts 
	Key Metrics (Intrinsic motivators)
	Tesco
	John Lewis
	Morrisons 

	
Achievement 
	· Provides opportunities within the employees to advance and improve their skills (Tesco, 2025). 
· Promotion pathways career available (Tesco, 2025). 
	· Achievement built towards their employee-ownership business model (John Lewis Partnership, 2025). 
· Partners in John Lewis are empowered and engaged in contributing to the decision-making process (John Lewis, 2025). 
	· Achievement is merely linked to their operational performance targets among their employees (Morrisons, 2024). 
· Limited and basic career opportunities for their employees. 

	
Recognition 
	· Strong recognition opportunities for their employees and teams (Tesco, 2025). 
· Annual performance review integrates recognition of achievements, as well as constantly monitoring of them (Tesco, 2025). 
	· Partner culture developed within their democratic ownership “Partner Voice” (John Lewis, 2025).
· Profit-sharing bonus recognises, aligning with their democratic partnership (John Lewis Partnership, 2025). 
	· Recognition based on the store levels (local/ regional). 
· Provides “colleague-of-the-month” awards within their staff workers to increase their productivity (Morrisons, 2025). 



[bookmark: _Toc214539637]Extrinsic Motivators (Herzberg’s Hygiene factors) 
Extrinsic factors are also playing a significant role within the process of engaging the employees, especially for the retail workforce (Kantanen et al., 2017). The following analysis introduced extrinsic motivators as being highly correlated within Herzberg’s two-factor theory as being the “hygiene factors” (Herzberg et a., 1959). Based on the theory assumptions, working conditions, job security, and organisational policies are approached as “hygiene factors”. These factors are not contributing solely on the employee engagement dimensions; yet their absence may lead to increase employee dissatisfaction rates. 
Application of intrinsic motivators in the organisational contexts
	Tesco
	John Lewis
	Morrisons

	Tesco continued to demonstrate application of hygiene factors within the recent years. As per Tesco (2025), the organisation continued to develop policies and practices in order to integrate employee wellbeing programmes, flexible working opportunities, as part of their process in addressing to the post-pandemic challenges, as well as in aligning with the labour industry market trends (Tesco, 2025). 
	John Lewis continued to provide a greater application of the hygiene factors, by introducing comprehensive and favourable company’s policies for their employees, providing a greater application of wellness and wellbeing programmes such as childcare, parental leave, holiday allowance (John Lewis Partnership, 2025). At the same time, as part of their commitment to responsibility and transparency, John Lewis continued to demonstrate a greater progress in enhancing employees’ trust levels (John Lewis, 2025). 
	While the organisation continued to provide opportunities in addressing to the hygiene factors, yet, Morrisons faced challenges in terms of management and operational policies, whereas employees faced significant pressures due to their restructuring programme, increasing their stress levels (Rodger, 2025).



[bookmark: _Toc214539638]Application of Maslow’s Hierarchy of Needs
According to Maslow (1943), Hierarchy of Needs continues to remain fundamental in context of “motivation”. Its multi-layered perspective provides an opportunity to understand the process of motivation within the individuals, approaching all its key elements within a progressively way, as follows: physiological, safety, belongingness, esteem, and self-actualisation. In the context of retail industry, organisations may perform these functions within a different dimension, whereas organisational culture, policies, as well as other external pressures remain the major key factors in influencing its application. 
Application of Maslow in the organisational contexts 
	
	Psychological needs
	Safety needs
	Social needs
	Esteem Needs
	Self-actualisation needs 

	Tesco
	Competitive pay rates, discounts and “colleague benefits” within their employees (Tesco, 2025). 
	Commitment to “wellbeing” within the Tesco’s practices (Tesco, 2025). 
	Tesco continued to value team-based work, as well as providing support for the dynamics within their teams (Tesco, 2025). 
	Tesco meets its esteem needs through leadership development opportunities and other career pathways provided to their employees (Tesco, 2025). 
	According to Tesco (2025), self-actualisation needs in Tesco are satisfied through learning opportunities, training programmes and providing support to the employees in progressing towards greater positions (Tesco, 2025). 

	John Lewis 
	Competitive pay rates and bonuses within its employees, with its rates exceeding the average industry standards (John Lewis, 2025). 
	Transparent governance, clear rules and maintaining a positive work environment (John Lewis, 2025).
	John Lewis “social needs” are built towards diversity and inclusion practices (John Lewis, 2025). 
	John Lewis demonstrates “esteem needs” through recognition programmes, autonomy, and shared decision-making (John Lewis, 2025). 
	Increasing development for John Lewis programmes towards training and learning continues to demonstrate awareness for self-actualisation needs among their employees (John Lewis, 2025). 

	Morrisons 
	Competitive salaries within their employees (Morrisons, 2025). 
	Inconsistent management practices and staff shortages decreased the level of security within the Morrisons’ employees (Rodger, 2025). 
	Morrisons approached social needs within its independent leadership developed in store levels (Morrisons, 2025). 
	Morrisons’ approach to esteem needs is limited, as they struggled in keeping their engagement at higher levels in order to feel valued (Morrisons, 2025). 
	Morrisons provides career opportunities within their employees but at a limited point compared to the other retailers presented previously. 



[bookmark: _Toc214539639]Theme 4: Challenges impacting the employee engagement in the UK retail industry
The UK retail sector continued to face dramatic challenges in the context of employee engagement, due to the nature of the jobs as well as the situations and other key elements impacting on their ecosystems. Indeed, these continue to remain significant gaps within the organisational contexts, leading to increasing employee turnover rates, which are typical in the context of retail sector, whereas the employees faced workload pressures and higher burnout levels, as well as demanding responsibilities caused by the direct and continuously interaction with the customers (CIPD, 2024). Moreover, these challenges were intensified within the post-pandemic period, especially as major retailers such as Tesco, John Lewis and Morrisons faced supply chain disruptions, economic pressures as well as inconsistency within their engagement practices. 
1. [bookmark: _Toc214539640]Workload Pressures and Burnout 
According to Mayr and Teller (2023), retail industry continued to face significant challenges in terms of employee engagement as the workers faced workload pressures and burnout due to their job positions and responsibilities. Frontline workers have to complete numerous key activities in terms of multitasking, handling peak times and various operations, as well as servicing the customers within the most appropriate manner, aligning with the organisational cultures developed by the organisations. As per example, the inconsistent management policies as well as their restructuring programme continued to increase workload pressures and burnout levels within the employees, causing dissatisfaction on a long-term basis (Rodger, 2025). Based on the previous applications of the major key theories, the situation can be associated through the lens of hygiene factors within Herzberg theory and safety needs within Maslow’s hierarchy of needs. On a different perspective, John Lewis focussed on addressing these conditions under its partnership model; yet recent situations related to removal of the bonuses within the workers led to a significant dissatisfaction among their employee engagement incentives (Simpson and Moreau, 2025). 
2. [bookmark: _Toc214539641]Limited work-life opportunities within the retailers 
Limited work-life opportunities are perceived as being other key challenges impacting on the employee engagement within the retail industry. According to CIPD (2025), UK retail workers are interested in accessing flexible working opportunities, as well as balanced work-life benefits which continues to remain one of the major key drivers impacting their wellbeing. While the retail industry and organisational practices are often perceived as having long-hours routes, this may cause inconsistencies within the employee engagement levels. According to Tesco (2025), the organisation implemented significant policies towards employee’ wellbeing within the last decade, and therefore, this continued within their engagement score to achieve 85%, as evidenced previously (Tesco, 2025). At this point, it may be considered as work-life opportunities are often associated with employee engagement strategies in the context of retail industry. Conversely, Morrisons lack of flexibility within its practices contributed negatively to decreasing their engagement rates, as well as in achieving a less favourable position within the competitive market industry (Morrisons, 2025). 
3. [bookmark: _Toc214539642]Limited Career Progression and Development Opportunities 
As per Backman et al., (2024), employee working in the retail industry continues to remain interested in having access to career progression and development opportunities, as being a way to ensure the individual professional development and progression, which can be linked to the “self-actualisation needs” within Maslow’ (1943) theory. While Tesco and John Lewis continued to provide multiple career progression and opportunities within their workers, stimulating the employee’s engagement, Morrisons faced challenges due to their limited career progression opportunity available within their staff workers (Morrisons, 2025). In fact, Morrisons continues to provide poor career progression strategies for their entry-level and part-time staff workers, which can be perceived as being a serious challenge, being reflected within its low engagement score, compared to Tesco or John Lewis (Morrisons, 2023). 
[bookmark: _Toc214539643]Chapter Summary 
The previous analysis demonstrated discussions of the findings of the study, while approaching the four proposed interconnected themes related towards employee engagement dimension among the retail workforce within the UK. While examining the practices through multiple organisations (Tesco, John Lewis, and Morrisons), the complex study evidenced the importance of intrinsic motivators as being the key drivers in stimulating the employee engagement, while their absence being associated with poor and decreasing satisfaction levels, engagement, as well as lack of productivity. In summary, John Lewis culture demonstrated the higher levels of awareness in the context of engagement, yet its current challenges in the context of exclusion of the employee bonuses within the last three years caused dissatisfaction within their workforce. Additionally, Tesco continued to explore various opportunities to increase and stimulate employee engagement while providing more stable ways to integrate employee wellbeing and career advancement opportunities. Morrisons registered the smallest performance levels, as its current uncertainties in the context of inconsistent management strategies and reduction of their staff caused lower engagement rates and poor approach to engagement. 














[bookmark: _Toc214539644]Chapter 5: Recommendations, Conclusion and limitations of the research 
[bookmark: _Toc214539645]Introduction 
The following chapter introduces the key points evidenced within the previous analysis based on the investigation considered in the connection with the proposed research objectives, stated in Chapter 1. By this way, the chapter focussed on synthesizing the information and demonstrating that the proposed research objectives were achieved within the previous thematic analysis approached. The dissertation presented the concept of “employee engagement” in the context of UK retail industry, through the lens of Tesco, John Lewis and Morrisons organisations. Drawing on secondary data sources and evaluating through the integrated key theories (Herzberg’s two factor theory and Maslow’ hierarchy of needs), the analysis oversaw the employee engagement as being a major key challenge within the retail industry due to the nature of the industry, as well as the inefficiency of the retailers in increasing employee motivation. Therefore, the following chapter targets in evaluating the achievement of the study, while considering the previous stated research questions, as well as in providing practical recommendations in supporting the organisations to achieve sustainable growth on the market. 
[bookmark: _Toc214539646]Achievement of the study
1. [bookmark: _Toc214539647]How do employee engagement strategies influence staff retention in the UK retail sector? 
The previous findings demonstrated a strong relationship between employee engagement and retention, within the UK retail industry. While higher engagement turnover rates were associated with better retention rates within the employees, influencing positively the business outcomes. As evidenced within the previous case study, retailers continued to implement different employee engagement strategies, depending on their organisational culture, policies as well as management practices. Tesco’s increased employee engagement score is highly connected to wellbeing incentives; John Lewis’ engagement is linked to their employee-ownership model which suffered modifications upon the last three years as a result of their decision in eliminating employee’s bonuses, while Morrison’s lower employee engagement scores are associated with their poor managerial performance and decision of eliminating positions, decreasing the job security rates. 
2. [bookmark: _Toc214539648]What are the most effective HRM practices introduced by the retailers in reducing turnover rates and absenteeism within their employees? 
The previous study demonstrated as the UK retailers continue to make significant efforts in improving their HRM practices to support reduction of the turnover rates and absenteeism levels. As per the previous analysis, the most relevant ones within this context are associated with training, learning and development, as being a key opportunity within the HR managers to ensure and address to their employee’s skills with the organisational values (Jain and Khurana, 2017). At the same time, reward and retention strategies are effective in improving the employee engagement and reducing the absenteeism and turnover rates, whereas the most effective one is related in the context of John Lewis, that provided higher levels of authority and responsibility within their staff workers influenced by its democratic employee-ownership model, whereas employees are approached as being “partners” and they had access to profit-shares from the company until 2022 (John Lewis Partnership, 2025). 
3. [bookmark: _Toc214539649]What are the challenges faced by the UK retailers within the process of engaging the employees? 
Employee engagement continues to remain challenging within the context of the retail organisations. As evidenced by the previous analysis, workload pressures, labour shortages, as well as limited work-life balance and limited career advancement opportunities were the most relevant ones. For instance, Morrisons’ lower engagement scores are reflected towards their poor managerial decision and even, instability, as well as restricted career progression opportunities provided for their employees (Morrisons, 2025).  
[bookmark: _Toc214539650]Conclusion 
Overall, the study achieved its aims in the context of evaluating the employee engagement within the retail industry, while demonstrating alignment with the all-research objectives presented within the first chapter. The findings demonstrated as the process of engaging the employees continues to remain a significant key driver in stimulating retail organisations in achieving sustainable growth on the market, being one of the most important HR practices. Effective HRM practices integrated within the retail organisations are relevant to the organisations, providing to them opportunities in tackling the challenges such as employee turnover rates, as well as employee dissatisfaction levels, being important key elements within the competitive and dynamic industry. Despite the fact that practices differ from an organisation to another one, it is more than important to understand the employee engagement mechanisms and therefore, to apply the most effective incentives in order to support organisation to achieve organisational growth. 
[bookmark: _Toc214539651]Recommendations
Based on the previous key points, several recommendations for the UK retailers in order to boost their employee engagement involve:
· Adopt an integrated engagement strategy grounded in motivational theory. Considering theories such as Maslow’s and Herzberg’s may represent an opportunity to evaluate and understand the overall motivational process, addressing to the all individual’ needs. 
· Strengthening the career benefits pathways and development programmes in order to increase employee’s motivation and commitment to achieve a greater professional position, while addressing to their intrinsic needs. 
· Expanding the wellbeing programmes, as the demand of these continue to increase considerably within the post-pandemic period. 
[bookmark: _Toc214539652]Limitations of the study
Some of the key limitations of the following study implied:
· The analysis solely based only secondary data sources, limiting the opportunity to integrate employees’ experiences through primary data, such as interview, or surveys. 
· The investigation approached only the situations within the post-pandemic period, which were impacted by increased economic pressures and other external factors causing disruptions within their operations. 
· The study investigated primarily only three major UK retailers (Tesco, John Lewis and Morrisons), and the findings cannot be generalised in all contexts. 
[bookmark: _Toc214539653]Chapter Summary 
The previous chapter provided a summary of the investigation approached while studying the employee engagement of the retail organisations in the UK, considering the case study of Tesco, Morrisons and John Lewis. It also succeeded in evaluating the employee engagement as being one of the most relevant HRM practices that needs to be prioritized within the UK retail organisations, in order to facilitate organisational growth and thriving within a competitive environment. 
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