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This chapter aims to provide a background and rationale for the study. It will also explain the aims and objectives of the research, along with its description and structure.

This research aims to examine the general public’s views on social responsibilities of businesses, with a particular focus on Corporate Social Responsibility (CSR) and the employment of disabled people. The terms ‘disabled people’ and ‘non-disabled people’ will be used. This was advised through contact with Disability Wales (see appendix 1); it was suggested to be more appropriate than the terminology of ‘people with disabilities’. 

Previous research has suggested that, whilst there is legislation to protect the employment of disabled people, and whilst there are business CSR practices to ensure equal opportunities for all, the actual implementation of such policies is often poor (Csillag et al., 2018; Khan et al., 2018; Meacham et al., 2019; Miethlich, 2019; Miethlich & Oldenburg, 2019; Wang et al., 2016). Implementation of CSR practice is affected by public perceptions and views on issues of social importance (Hernandez et al., 2008). Recently, there has been great importance placed on some issues within CSR, such as environmental responsibilities (Baughn et al., 2007; Carroll, 2016; Crane et al., 2019; Diekmann & Franzen, 2019; Heo & Muralidharan, 2019). This perhaps follows on from research investigating public perceptions about the environmental responsibilities of businesses, whereby the general public tend to view this with high importance (e.g. Barrios Castiblanco et al., 2019; Lucchini & Moisello, 2019; Rice, 2019). Conversely, there has been significantly less research investigating public perceptions on the employment of disabled people as a CSR practice, which may explain why this issue has not gained as much recognition as have environmental responsibilities (Burge et al., 2007; Staniland, 2009).

This research therefore aims to compare the general public’s views on the importance of environmental and social responsibilities (i.e. the employment of disabled people), examining whether this may be a reason for the lack of implementation of CSR policies relating to the employment of disabled people. This research hopes to contribute to the understanding of how public attitudes can create pressure for managers to conform to societal expectations, which affects CSR policy implementation.  

[bookmark: _Toc41649311][bookmark: _Toc41739654]1.2 Background and Rationale

CSR is a voluntary commitment, by businesses, whereby they aspire to behave ethically in relation to social and environmental concerns (Commission of European Communities, 2001). One social responsibility is the employment of disabled people, who are defined as persons with a long-term physical or mental impairment, which affects their ability to complete normal daily activities (Equality Act, 2010). CSR aims to ensure diversity, equality, and social inclusion in the workplace (Bennett, 2011; Meacham et al., 2019).

Despite laws to promote the inclusion and equality of disabled people, and the existence of related CSR policies, disabled people still experience much exclusion and discrimination in the workplace (Klimczuk, 2013; Markel & Barclay, 2009; Vilchinsky & Findler, 2004; Wiggett-Barnard & Swartz, 2012). They make up a large proportion of UK unemployment rates, something that is reflected in the ‘disability employment gap’ at 28% (Casey, 2020).  Recent statistics, collected from July-September 2019, showed that disabled people, in the UK, had unemployment rates of 46.1%, whilst non-disabled people had unemployment rates of 18.2% (House of Commons, 2020). 

Wynne and McAnaney (2004) state unemployment has negative impacts on both individuals and the economy, for example related mental health issues which can compromise future employability (Nichols  et al., 2013). Conversely, the employment of disabled people is associated with many positive outcomes. Pandey (2019) suggests that, often, disabled people can show higher levels of motivation and enthusiasm, and have particular talents. Pandey (2019) further acknowledges that the employment of disabled people increases workplace diversity, promotes equal opportunities and inclusion, and reduces social stigmas. Hernandez et al. (2008) positively suggest that disabled people show higher levels of loyalty to their career and have less absences. Similarly, Lindsay et al. (2018) comment that the employment of disabled people leads to personal opportunities for individuals, and raises awareness, inclusion, equality and diversity in the workplace. For this reason, it is suggested that employers provide work experience in order to benefit both parties, helping with employment and removing bias (Foster & Hirst, 2019).  The current Covid-19 pandemic has also highlighted how businesses can make flexible changes and adaptations for disabled people, such as homeworking, and so this could be prioritised more readily during daily living (Casey, 2020; World Health Organisation, 2020). 
Despite such potential advantages, there appears to be a lack of implementation, by managers, to put CSR practices into action for disabled people, by ensuring adequate rates of employment (Csillag et al., 2018; Khan et al., 2018; Miethlich, 2019; Miethlich & Oldenburg, 2019; Miethlich & Šlahor, 2018; Wang et al., 2016). In other areas, such as environmental responsibility, societal pressures have positively influenced the implementation of managers’ CSR practices. A specific example is the recent change to paper straws in McDonalds due to society’s expectations relating to ethical environmental considerations (Lucchini & Moisello, 2019; Rice, 2019). Another example, relating to social issues, would be Nike’s elimination of sweatshops (Rice, 2019). However, social issues pertaining to the employment of disabled people is still underemphasised in business CSR practice.
It is possible that there may be a lack of societal pressure relating to the employment of disabled people, which is influencing managers’ lack of implementation of CSR practices in relation to employing disabled people. There has been little research into societal views on the employment of disabled people, perhaps creating less pressure to prioritise this issue. The present study therefore aims to investigate the general public’s views on employing disabled people, considering whether it is viewed as an important social responsibility and whether it may be impacting on employer implementation of CSR practices for disabled people. This will be compared with the general public’s views on the environmental responsibilities of businesses, examining whether this area is regarded as more important.
It may be that the general public perceive the environmental responsibility of businesses to be of greater importance than social responsibilities, for example employing disabled people. This may explain why implementation of CSR practices for employing disabled people is generally lower than that of CSR practices for ensuring environmental responsibility. This research hopes to further contribute to understanding, and make practical recommendations for future practice.
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[bookmark: _Toc41649313][bookmark: _Toc41739656]1.3.1 Aim:

To explore the general public’s views on social and environmental responsibilities of businesses, with a particular focus on the employment of disabled people.

[bookmark: _Toc41649314][bookmark: _Toc41739657]1.3.2 Objectives:

1. To critically analyse academic literature on the employment of disabled people as part of CSR practice.

2. To select a suitable research approach to explore public views on the importance of employing disabled people, as compared to the importance of businesses’ environmental responsibilities.

3. To analyse the data collected to explore public views on the importance of employing disabled people, as compared to the importance of businesses’ environmental responsibilities.

4. To understand practical implications of the research, making recommendations for practice.

5. To investigate possible avenues for future investigation, with reference to limitations of the present study.
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This research, in order to meet its objectives, will consist of five chapters. Chapter one being the introduction, chapter two, a literature review, chapter three, methods and methodology, chapter four, data collection and analysis, and chapter five, conclusion and recommendations.

Chapter one has introduced the research through providing a background, reasoning for conducting the research, and aims and objectives for this research. This research will use primary and secondary data in the form of a participant questionnaire and literature review. 

Chapter two is a literature review, on the topic of CSR and employment for disabled people, identifying any issues and gaps in the research. The literature review will help to provide an understanding of the topic, problems in this area and the gaps in the research, which will give way to the research methods discussed in the following chapter to address the aforementioned gaps and issues.

Chapter three is the methods and methodology section which will identify the most appropriate primary research techniques and the procedure for this research. This aims to contribute to the research gaps discussed previously. This data can then be analysed.

Chapter four will analyse the primary data, which was collected through the methods discussed in chapter three. Statistical analyses will be conducted to present the findings. This will give way to discussion and a review.

Chapter five will discuss and review the aims and objectives of this research and their completion. There will then be a discussion on the main findings, recommendations and limitations of the research. There will also be reference to guidance for further research.

[bookmark: _Toc41649316][bookmark: _Toc41739659]1.5 Conclusion

Chapter one has provided an introduction to this research, identifying the aim and objectives, and outlining why this research is beneficial for the employment of disabled people. The next chapter will present a literature review, bringing more depth to the issues discussed in chapter one.





[bookmark: _Toc41739660]2. Chapter Two: Literature Review

[bookmark: _Toc41739661]2.1 Introduction

The purpose of this chapter is to review current academic literature on the implementation of CSR in businesses, with a particular focus on the employment of disabled people. This chapter will therefore complete the first objective of this dissertation:

“To critically analyse academic literature on the employment of disabled people as part of CSR practice.”

The literature review below is comprised of sources obtained from Google Scholar and the University of Wales Trinity Saint David’s online library. These sources include academic journals and prior primary research in the topic area. Search terms included ‘disabled’, ‘non-disabled’, ‘corporate social responsibility’, ‘businesses’, and ‘implementation’. 

[bookmark: _Toc41739662]2.2 Disability and Employment   

Leonardi et al. (2006) define ‘disabled people’ as anyone who has a long term physical, mental, intellectual or sensory impairment which limits their participation in society. Disability Wales (2004) suggest that disability is the limitation of equal opportunities in society through social or environmental barriers. Disability is prominent worldwide, with 1.3 billion people living with disabilities (Casey, 2020). An important factor in disability employment is the variations within the term ‘disability’ (World Health Organisation, 2020); it can encompass many factors such as vision, hearing or speech impairments, and psychological, medical, intellectual and physical needs (Boman et al., 2015). These factors require different adjustments (Dickson, 2005). The term disability is therefore complex; it incorporates many variations within the same bracket, thus inhibiting a single policy addressing the issue as there is no one view which can satisfy every element of disability (Hedlund, 2009). It is perhaps unsurprising, then, that it is suggested that society lacks a coherent understanding of disability (Campbell & Oliver, 2013). 

The UK is part of the UN Convention on the Rights of Persons with Disabilities (UNCRPD). Under this convention, and other laws such as the Disability Discrimination Act (DDA) (1995) and the Equality Act (2010), disabled people are protected against workplace discrimination and have the right to access reasonable adjustments at their workplace. Under these laws, discrimination is defined as ‘favouring or unfair treatment without justification’, and providing ‘reasonable adjustments’ is said to ‘ensure equality, by avoiding disadvantage through reasonable means as often as possible’. Meager et al. (1999) further name three forms of discrimination faced by disabled people. These are assumptions of effectiveness between disabled people and non-disabled people, focusing on a disability over the ability to do the job, and being dismissed due to a disability.

Despite these laws, and the fact that the employment of disabled people is viewed as a global objective in the European Union 2020 strategy for inclusive growth (European Commission, 2010), disability is unfortunately associated with lower rates of employment (Markel & Barclay, 2009). In the UK, there are at least 4 million disabled people of working age (Khan  et al., 2018). However, the employment gap is said to be around 28% for disabled people (Casey, 2020), meaning that many disabled people are unemployed (Csillag & Gyori, 2016). 

It has been suggested that disabled people experience this disadvantage not directly from their disability but from social attitudes, which can provide exclusion and bias in the workplace (Garg, 2018; Goering, 2015; Pandey, 2019). Whilst employers display positive global attitudes towards the employment of disabled people, Hernandez et al. (2008) found unconscious biases to suggest a much more negative view, for example concerns over need for extensive supervision, productivity, trustworthiness, promotability and costs associated with accommodation (Hernandez  et al., 2000). Employers’ negative preconceptions about the employment of disabled people is therefore a significant barrier in the field (Bonaccio et al., 2019; Gold et al., 2012; Strindlund et al., 2019). 

It is suggested that these negative views result in 40-50% of disabled people failing to disclose their non-visible disability at interview (Foster & Hirst, 2019). Since the Equality Act (2010) states that discrimination does not apply if a person does not know of another’s disability, discrimination cannot be acknowledged in these cases. Many managers admit that conversations about disability are too ‘difficult’ and that bias still persists in the workplace, with many of these experiences going undocumented (Foster & Hirst, 2019). It is evident, therefore, that legislation, by itself, is not sufficient for the promotion of disabled people in employment. An understanding of public and employer perceptions, and also real-world experience with, and connection to, disabled people is likely to be required as well (Hernandez et al., 2008).
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[bookmark: _Toc41739664]2.2.1.1 Medical Model of Disability

Goering (2015) describes the medical model of disability as a biological impairment, implying that it is the individual’s problem to be fixed by treatment. The model assumes any disadvantages experienced by the individual are caused primarily by their impairment. Oliver (2017) states that an impairment can be defined as a loss of physical or psychological function.  He further states that if this impairment limits performance ability for everyday life, it can be defined as a disability. This model is limiting to individuals, aiming to fit them into their surrounding environment. However, this requires individuals to rely on the medical system and neglects other disability affecting factors, such as the social environment. 

[bookmark: _Toc41739665]2.2.1.2 Social Model of Disability

Oliver’s (1990) social model was developed as a critique to the medical model (Lang, 2001). The social model claims that disability is caused through the relationship between disabled people and the surrounding social world (Goering, 2015). Therefore, impairment is a medical problem yet disability results from societal issues. This model has real world impacts as it suggests that society can affect a disabled person’s lived experience. Therefore the social model is suggested to have more of a positive psychological impact on disabled people as compared to the medical model (Shakespeare, 2006). This is because it identifies social barriers and builds a clear social agenda for change. 



[bookmark: _Toc41739666]2.3 Corporate Social Responsibility (CSR) in Business 

Despite gaining traction over the past years, CSR has an abundance of definitions (Thrope-Jones  et al., 2010). One of the earliest definitions of CSR comes from Bowen (1953).  It states that CSR refers to requirements of businesses to pursue policies, decisions, and actions, which are desired by society. In 2001, the Commission of the European Communities defined CSR as a voluntary concept, through which businesses involve environmental and social awareness in their activities and in communication with stakeholders. Many European countries view CSR specifically in regard to protecting the environment (Carroll, 2016; Crane et al., 2013). This environmental protection was previously considered to belong to the government, however, has now become more applicable to businesses themselves (Forsyth, 1997; Khan & Lockhart, 2019). In 2014, Carroll and Buchholtz defined CSR as a requirement for an individual to consider their actions, with a wide perspective to society as a whole, and to hold themselves responsible for the effects of their actions. 

In essence, CSR is a form of self-regulation, by businesses, to evaluate their contribution to stakeholders. It is an umbrella term to describe the activities corporations undertake to contribute to the three pillars of CSR, which are social, environmental and economic (Elkington, 2004; Holmes & Watts, 2000). Grayson and Hodges (2017) noted that there has recently been a shift in responsibility from government to businesses when applying CSR policies. There is no specific legislation for CSR, as it is a voluntary commitment by businesses. However, corporate governance, the way in which companies operate and are controlled, is supported by legislation, such as the DDA (1995) (Clarkson et al., 2019; Susanti et al., 2019; Toal & Broomes, 2020). Applying legislation to CSR would make this mandatory, thus compromising the notion of CSR being a voluntary practice for businesses to show corporate responsibility (Toal & Broomes, 2020).

There are many benefits to implementing CSR practices in business. During times of uncertainty, companies that invest in CSR perform better as CSR can bring sustainability and competitive advantage (Lins et al., 2019). Wang (2014) highlights the benefits of businesses incorporating CSR strategies for both stakeholders and shareholders, for example increased performance. Despite these advantages, some shareholders resist implementing CSR strategies since it can conflict with profit maximisation interests (Wang, 2014). Khan et al. (2018) suggest that CSR policies are often used for image protection and to improve reputation, as opposed to companies having an actual commitment to them (e.g. disabled people). 

With increasing demand for transparency in business practices, there is potential for CSR to now become an essential requirement over an optional activity (Miethlich & Oldenburg, 2019). This would improve the consistency in reporting of the employment of disabled people, along with other CSR practices (Miethlich & Oldenburg, 2019). In support of this, Wang et al. (2016) state that the need to better understand CSR implementation has gained more attention, although the implementation of CSR strategies in business does need further investigation (Miethlich, 2019).  

[bookmark: _Toc41739667]2.3.1 CSR Theories
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A widely adopted theory of CSR is Freeman’s Stakeholder Theory (1984). This details businesses responsibility to all stakeholders i.e. anyone who can impact the company. Freeman (2013) states there are specific flaws within CSR, one being the contradiction between business and ethics, as business relies on profits and ethical performance often requires a drain on these profits.

Contradictory to Freeman’s Stakeholder Theory (1984), Freidman (1970) suggests that corporations only have responsibility to one stakeholder, this being shareholders. Freidman believes that society is the government’s responsibility and businesses should not play political roles. 

[bookmark: _Toc41739669]2.3.1.2 Triple Bottom Line

The triple bottom line theory suggests that there are three important pillars to enable a business to be sustainable. These are social (e.g. valuing stakeholders), economic (e.g. regarding governance and profit), and environmental (e.g. reducing carbon footprints). These terms are also referred to as people, planet and profit (Elkington, 1994; Purvis et al., 2019), and show the interconnections between business and the rest of the world. 

[bookmark: _Toc41739670]2.3.1.3 Legitimacy Theory

Bhattacharyya (2016)  states legitimacy theory analyses the values of a business against that of society, detailing whether business objectives meet societal or stakeholder expectations. Legitimacy is attained when a business’s values correspond with the values of society i.e. the social system of norms, values and beliefs. An example would be businesses being environmentally friendly and offering bags for life instead of plastic bags. This develops a relationship between business and society.

[bookmark: _Toc41739671]2.4 Employment of Disabled People and CSR Policies

The employment of disabled people is often overlooked in CSR practice and literature (Csillag et al., 2018; Kwan, 2020; Markel & Barclay, 2009; Pérez et al., 2018). Csillag et al. (2018) highlight how evident the gap is between social issues of employment for disabled people and general CSR practices. They state that the inclusion of disabled people in employment represents a huge field of social issues in business, in which the foundation of CSR could be applied, yet implementation is often poor.

Kuznetsova (2012) states that employing disabled people is part of CSR philosophy and is vital to workforce diversity. However, whilst companies incorporate disability as part of their CSR policies, they lack in its implementation. In support of this, Vilchinsky and Findler (2004) and Wigget-Barnard and Swartz (2012) state that businesses rarely implement CSR directives and guidelines relating to the employment of disabled people. Khan et al. (2018, 2019) found voluntary disclosure, on the employment of disabled people, is varied and infrequent. For instance, across 274 companies studied, only 1% extensively disclosed their employment of disabled people. In contrast to such findings, the UNCRPD Act stipulates that businesses should disclose data around the employment of disabled people to allow measurement of implementation.

Implementation of CSR policies may depend, in part, on social pressure (Ramadhini et al., 2020; Russell, 2010; Willmott, 2002). Social pressure often initially arises due to views and preferences of the public (Baron, 2009). This filters into government enforced regulations, non-governmental organisations, and activist groups whose views are then more widely spread (Baron  et al., 2011; Campbell, 2007; Lucchini & Moisello, 2019). An example being Greenpeace, highlighting unethical practices, which has had huge implications for targeted businesses (Erdős, 2020). Rice (2019) states that without social pressure from the public, there is no chance of change; businesses are not aware of problems in need of a solution. 

There has been little research into public perceptions of the employment of disabled people. This may explain the lack of CSR policy implementation in relation to the employment of disabled people and therefore warrants further study.  Of research which has been conducted, the majority tends to focus on employer views of disabled people, as opposed to the views of the general public (e.g. Burge et al., 2007; Burke et al., 2013; Fraser et al 2010; Morgan & Alexander, 2005; Shier et al., 2009). This may explain the lack of public pressure and limited implementation of CSR policies.

Gender can impact the perception of responsibilities in business. Studies have found that females place higher importance on social responsibilities, whilst males place higher importance on environmental considerations (e.g. Arlow, 1991; Cox & Hill, 2018; Driessen, 2019; Godwyn, 2013; Haski-Leventhal et al., 2017; Landry et al., 2016; Vignes  et al., 2009; Zou et al., 2018). Age is also suggested to influence individuals’ views on the importance of social responsibility within business; studies suggest that younger individuals place greater value on CSR in business (e.g. Duarte, 2010; McGlone et al., 2011). 

More research has been conducted into the general public’s views on the importance of environmental consideration within businesses. This could explain why this area has received more attention leading to businesses implementing more environmentally friendly practices. Studies have found that the general public perceive environmental responsibility to be of great importance (Anable et al., 2006; Barrios Castiblanco et al., 2019; European commission, 2008). Of these studies, there is debate surrounding whether gender impacts on views regarding the importance of environmental consideration within businesses. Some studies suggest females have greater environmental concern than males (e.g. Godwyn, 2013; Kalof et al., 2002; Stern and Dietz, 1994; Zelezny et al., 2000), whereas others suggest males have greater environmental concern, particularly when it comes to activism (McStay & Dunlap, 1970). Other studies find mixed levels of concern between genders (e.g. De Silva & Pownall, 2014; Mohai, 1992). Similarly, age is shown to be important when considering environmental views; studies have found that older individuals are more concerned with environmental issues (Haski-Leventhal et al., 2017; Otto & Kaiser, 2014; Wiernik et al., 2013). It is suggested that learning is the factor influencing increased environmental consideration with age (Otto & Kaiser, 2014).	
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This chapter achieved the first objective:

“To critically analyse academic literature on the employment of disabled people as part of CSR practice.” 

The literature review revealed that, with regards to CSR practices in business, the employment of disabled people is often overlooked (Csillag et al., 2018; Kwan, 2020; Markel & Barclay, 2009; Pérez et al., 2018). Companies often incorporate disability as part of their CSR policy, although lack in their implementation (Khan et al., 2018, 2019; Vilchinsky & Findler, 2004; Wigget-Barnard & Swartz, 2012). Studies have shown that the implementation of CSR policies may depend, in part, on social pressure (Baron  et al., 2011; Campbell, 2007; Lucchini & Moisello, 2019; Rice, 2019; Willmott, 2002). There has been little research into public perceptions of the employment of disabled people which may explain why, with regard to CSR practices in business, the employment of disabled people is often overlooked. In comparison, much more research has been conducted into the general public’s views on the importance of environmental consideration. This potentially explains why this area has received more attention leading to businesses implementing more environmentally friendly practices (Rice, 2019). The present study will therefore aim to address this issue, exploring the general public’s views on the employment of disabled people, as compared to environmental responsibilities of businesses. 

The next chapter will identify the appropriate research methods and methodology to address the issues highlighted in this chapter.

