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In the present era of increased concern towards sustainability, organisations are progressively adopting environmental and social responsibility initiatives. This dissertation examines the influence of these activities on a vital element of company success - workforce retention and engagement. This research examines the connection between how employees perceive a company's sustainability initiatives and their level of commitment to the organisation, specifically in the context of South Wales, an area known for its distinctive industrial history and strong emphasis on sustainability.
The study's objectives are to:
· Examine the impact of employee perceptions of a company's sustainability procedures on their level of engagement and likelihood to stay with the organisation.
· Evaluate the level of employee knowledge and engagement in business sustainability initiatives.
· Identify possible barriers that prevent these programmes from promoting a more involved workforce.
The researcher uses a mixed methods approach to collect data from employees at different organisations located in South Wales. The findings provide significant insights for firms aiming to utilise sustainability to cultivate a more committed and devoted personnel. This research provides gains not just to South Wales but also to organisations worldwide, assisting them in designing sustainable programmes that improve the abilities of their employees.
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The 21st century has experienced a significant change in corporate responsibility.  Sustainability has now become a fundamental principle of successful corporate operations.  Corporate sustainability is a commonly used term that refers to the implementation of measures aimed at achieving sustainable development inside a company (Sheehy and Farneti, 2021). According to Sanchez‐Planelles et al (2022), the implementation of these principles includes the immediate and extended social, environmental, and economic success of a firm.
Businesses are increasingly recognising the influence on the environment and are embracing a broader objective that encompasses long-term sustainability, social responsibility, and conservation. Consumers are progressively determining their purchase choices by considering a company's ecological and impact on society (Deloitte, 2023). This phenomenon also applies to the workforce. According to an analysis conducted by Walters (2022), a substantial majority of professionals place a high value on working for organisations that demonstrate a commitment to environmental and social responsibility.  The increasing focus on sustainability provides a compelling chance to examine its influence on a vital element of any organisation - its personnel. Employee engagement and retention are vital for the success of a firm, as they result in higher levels of productivity, creativity, and customer happiness (Koden, 2020).
This study examines the correlation between company sustainability activities and employee engagement and retention in South Wales. According to Lang and Marsden (2023), the government and in Wales has shown a greater interest in engaging with essential economics compared to other governments. Additionally, they have enacted well-being legislation specifically aimed at ensuring long-term sustainability. The Welsh Government has established environmental objectives, with the goal of achieving carbon neutrality by 2050, as stated in the Welsh Government's publication "Prosperity for Wales: A National Strategy 2020" (Climate Change Committee, 2023). The emphasis on sustainability in the region provides an ideal opportunity to explore the impact of business actions in this field on employee engagement and retention.
The aims and objectives of this research are to:
· Explore the relationship between employee perception of corporate sustainability efforts and their commitment to the organization. 
· Assess the level of awareness and participation of employees in corporate sustainability initiatives. 
· Investigate possible obstacles or problems that prevent corporate sustainability 
      initiatives from improving employee engagement and retention. 

By recognising and understanding these obstacles, firms may formulate more efficient approaches to utilise sustainability to cultivate a workforce that is more committed and loyal.
This dissertation seeks to provide significant insights into the relationship between corporate sustainability and human capital, so contributing to the expanding knowledge in this field. The findings of this study can offer valuable insights to companies in the region and beyond. Businesses can identify specific areas where their sustainability strategies should be enhanced to retain and engage current and future workers, while also creating a beneficial influence on the environment and society.
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[bookmark: _Toc171027500]2.1. Sustainability concept
Sustainability, as it applies to the business domain, denotes the implementation of operational and growth strategies that are both environmentally and socially responsible and achieve an optimal balance among these factors (Wosińska, 2023). The ultimate objective of business sustainability is to foster a future characterised by increased resilience, equity, and prosperity for every stakeholder—including but not limited to shareholders, employees, clients, and the wider community.
Sustainable Business Practices (SBPs) refer to actions, initiatives, or policies that seek to address environmental and social issues while still generating profits (Tura et al, 2019). The sustainable development of a company is given by the three pillars: environmental, economic, and social (Mori, 2022). The management systems of the organisation are integrated with the three pillars. The source of the three-pillar paradigm has been linked to the Brundtland Report, Agenda 21, and the 2002 World Summit on Sustainable Development (Purvis et al, 2019).
The social component of a company's sustainable growth relates to principles that foster fairness and uphold the rights of individuals. According to Safdie (2024), these principles include:
· Addressing social exclusions and prejudice, facilitating reintegration, advocating for gender equality, mitigating the gender wage disparity, fostering training opportunities, promoting open debate, and upholding universal social rights. 
· Encouraging solidarity: contribute to the reduction of social disparities by partnering with local and international organisations and initiatives, and giving priority to fair trade items that provide a fair wage for farmers and support the advancement of sustainable agriculture.
· Enhancing the welfare of stakeholders by promoting information sharing and transparency, tailoring working hours to employee profiles, and ensuring accessibility for individuals with impaired mobility.
The economic pillar centres on the capacity of enterprises to make meaningful contributions to economic development and expansion (Beattie, 2024). Put simply, they need to actively support and advance environmental protection by minimising the hazards associated with their industrial processes (Gomes-Silva, 2022). Consequently, the incorporation of product recycling and the adoption of renewable energy sources are essential components in the advancement of the economic foundation.
The foundation of the environmental pillar according to Greenland et al (2022) is based on a dedication to safeguard the environment through the reduction of risks and the assessment of firms' activities' impact on the environment. Anderson (2023) suggests that the obstacles faced by firms in this domain are as follows:
· Conserving and safeguarding renewable energy and agricultural resources
· Evaluating their carbon footprint and minimising overall greenhouse gas emissions to effectively accomplish sustainable development objectives.
· Mitigate water shortages and minimise total waste for present and future generations.
Sustainable business practices typically promote positive social outcomes, including community engagement and equitable labour practices, in addition to reducing negative environmental impacts, such as waste generation and greenhouse gas emissions (Raza and Woxenius, 2023). The main reason for adopting SBPs typically arises from environmental legislation and regulations. However, there is also a growing emphasis on business goals, such as enhanced profitability and increased product quality. As a result, companies are increasingly engaging in SBPs to reach ideal conditions where there are economic, environmental, and social advantages for key stakeholders and networks. Essentially, this often results in higher financial gain and a stronger ability to stand out for the company, as well as a decrease in negative impact on the environment and an improvement in overall social welfare for the whole network, including suppliers, consumers, other interested parties, and society (DiBella et al. 2023).
[bookmark: _Toc165456337][bookmark: _Toc171027501]2.2. The significance of corporate sustainability programs in current business environments.
Since 2010 there has been a growing interest in the topic of corporate sustainable initiatives in the literature on organisational behaviour and human resources management. Most of the research conducted has focused on the broader implications at a macro level (Jones & Rupp, 2018; Ahmad et al., 2022;) and the positive effects on companies' financial performance (Singh & Misra, 2021). Few studies have looked at how workers, as an internal stakeholder group, are impacted by the company's sustainability initiatives, even though employees are essential to the success of any organisation and represent a significant stakeholder group (Glavas, 2016). Several studies have attempted to investigate the influence of corporate sustainable programmes on employee attitudes and behaviours, and it was found that these initiatives influence job satisfaction (Glavas and Kelly, 2014), corporate loyalty (Rahman et al., 2016) and job efficiency (Chaudhary, 2018).
Some studies (Bapat & Upadhyay, 2021; Podgorodnichenko et al., 2021) have explored the impact of sustainable programmes on employee turnover intention and found a significant correlation between them. However, other studies (Ouakouak et al, 2019) have argued that employee retention is not influenced by their perception of internal or external sustainable activities. A study done by Farooq et al (2019) has shown that the impact on workers varies depending on the kind of corporate sustainability programmes. The activities that prioritise the wellbeing and development of workers have the most beneficial impact, followed by those that prioritise the improvement of the community and society. Employee engagement is expected to increase when individuals experience a sense of connection and belonging to a broader purpose inside their work environment.
Gen Zs and millennials consistently prioritise environmental sustainability with most of them actively engaging in efforts to reduce their environmental footprint. Furthermore, a significant majority of Generation Z individuals (77%) and millennials (79%) believe that governments should have a more prominent role in compelling businesses to tackle the issue of climate change, according to the most recent Gen Z and Millennial Report conducted by Deloitte (2024). Respondents of this survey believe that corporations have the most chance and essential power to effect change in the social problem of protecting the environment. Gen Zs and millennials are exerting pressure on businesses to do so, both through their professional choices and their purchasing actions. Approximately 54% of individuals belonging to Generation Z and 48% of millennials report that they and their peers are exerting influence on their employers to address the issue of climate change. This inclination has been consistently growing since 2022, when 48% of Generation Z and 43% of millennials expressed the same feeling (Deloitte, 2024). If individuals are unable to instigate transformation inside their own organisations, they may be inclined to transition to a new position, or even another sector.
In terms of education level, it has been proved that higher educated people are more eco conscious and involve in sustainable initiatives (Mendes et al, 2022). This is because they are expected to possess a good understanding of environmental matters and hold the necessary information to make sustainable decisions. Another reason is that education enables individuals to acquire the necessary abilities to investigate sustainable practices, evaluate environmental facts, and make well-informed decisions on consumption and behaviour.
According to Zhao et al (2021), many organizations in the twenty first century understand that a commitment to sustainability is essential to their continued existence and that adopting a new, environmentally conscious managerial style is imperative. The belief that sustainability is a critical component capable of producing a sustained competitive edge is supported by the evidence that it improves both financial and operational performance (Cachón-Rodríguez et al., 2021). Organisations need to maintain a balance between pro-environmental activities and financial development (Unsworth et al, 2021). Consequently, it is up to businesses to achieve sustainable objectives by considering the effects of their decisions on the environment (Ahmad et al. 2021).
Demands for Human Resource Management (HRM) to become sustainable are growing as more and more organisations claim that they have improved their sustainability and have made commitments to global sustainable development. The adoption of procedures and practices that enable the accomplishment of social, financial, and ecological objectives by having an impact on the inside and outside of a company over a longer time frame, while also considering unforeseen consequences and negative feedback, is a definition of sustainable human resource management (Ehnert, et al. 2016, Macke and Genari, 2019). It contributes to an organization's ability to confront labour market challenges such as retaining and attracting talented individuals, facilitating a healthy work-life balance for staff, cultivating employee trust, encouraging lifelong learning, managing the active ageing of the population, and enhancing the quality of life for both staff and the community (Cachón-Rodríguez, G. et al. 2022).
[bookmark: _Toc165456338][bookmark: _Toc171027502]2.3. Corporate sustainability programmes in South Wales
The government and policy communities in Wales have shown a greater interest in engaging with fundamental economics compared to other governments, according to Lang and Marsden (2023). Additionally, they have enacted well-being legislation specifically aimed at ensuring long-term sustainability. The Well-being of Future Generations (Wales) Act 2015 (GOV, 2023) makes Wales the sole country globally to have laws specifically addressing the Sustainable Development Goals. The Act establishes national objectives for well-being and a principle of sustainable development. This enables businesses to make informed decisions that are integrated, proactive, and focused on the long-term. These decisions are made through collaboration among public, private, and third sector partnerships, and with the involvement of those who will be impacted by the results (GOV, 2023).
[bookmark: _Toc165456339][bookmark: _Toc171027503]2.4. Employee retention and engagement
Any organization's ability to retain its workforce is essential to its success, and finding and keeping competent workers has grown more difficult for businesses all over the world. The practices implemented by an organisation to prevent employees from departing are referred to as employee retention (Book et al, 2019). According to Chaudhary (2019), employees who believe that their companies are ethical business partners find more meaning and purpose in their work, feel more comfortable being authentic at work, and become more psychologically available, all of which contribute to higher levels of engagement. Another study conducted by Lu et al (2020) concluded that there is a positive and strong relationship between corporate sustainable programmes and employee engagement and illustrate that providing proper care for employees is a beneficial investment, resulting in increased organisational commitment and employee engagement.

One of the biggest advantages of the company's sustainability initiatives so far, according to a Deloitte survey (2023), is the recruitment and retention of employees as well as their morale and wellbeing. This supports earlier research on the significance of sustainability for worker retention and satisfaction. With this perspective in mind, companies are encouraged to be socially conscious and lead the way in implementing successful sustainable activities. 
[bookmark: _Toc171027504]Engagement
The notion of employee engagement has received increased attention in academic literature and management practices, and it has been regarded as a significant construct in the fields of business, human resource management, and organisational psychology (Kossyva et al. 2023) 
According to Mone and London (2018), concepts like employee motivation, commitment, and employee satisfaction are not related to engagement (Mone and London, 2018). It even goes beyond as to characterise workers' emotional investment in their work, which motivates them to perform to the best of their abilities and encourages them to be more focused on results.
The psychologist Kahn (1990) is one of the first who tried to define engagement and says this concentrates on the ways in which individuals express themselves mentally, physically, and emotionally in the course of their work. The research that showed the greatest evidence of a relationship between engagement and performance was conducted using an Utrecht Work Engagement Scale (UWES) version (Schaufeli and Bakker 2004). They described engagement as a positive, satisfying, job-related state of mind and an engaged worker one who exhibits a high sense of enthusiasm towards, devotion to, and immersion in work tasks.
Academic literature (Saks, 2022) strongly defines employee engagement as a psychological condition that employees feel It must be distinguished from work quality, employee conduct, or managerial decisions. It is obvious that employees who feel engaged are healthier, happier, satisfied, or more driven (CIPD, 2023). Research suggests that there are positive connections between employee engagement and a variety of business KPIs for firms, including customer satisfaction, retention, innovation, productivity, efficiency, and health and safety performance (CIPD, 2021).
Employee engagement, within the context of sustainable business, involves developing a strong feeling of purpose and commitment among employees towards sustainability practices, projects, and values (Kolkowska, 2023). In such situations, personnel are driven by a deep connection to the organization's goal, a conviction in the significance of sustainable procedures, and a commitment to have a positive impact on both nature and society.
[bookmark: _Toc165456340][bookmark: _Toc171027505]2.5.  Importance of employee retention and engagement for businesses in South Wales.
In the current competitive environment, employee retention and engagement are essential for the success of businesses in South Wales. Welsh businesses that prioritise the satisfaction of their employees will experience substantial advantages, as a competent workforce is a critical component of economic growth. 

High personnel turnover causes operational disruptions, results in the loss of important knowledge and expertise, and generates substantial expenses in terms of recruiting and training (Allen and Bryant, 2012). On the contrary, engaged employees demonstrate higher levels of productivity and contribute to maintaining a great work environment (Hunter, 2023). This, in turn, leads to a stronger brand reputation, enhanced consumer satisfaction, and improved loyalty. This promotes innovation and a competitive advantage, enabling businesses in South Wales to compete on a national and even international scale. In addition, given the distinctive economic environment of South Wales, which emphasises industries such as technology and renewable energy (Welsh Parliament, 2023), it becomes even more imperative to maintain a highly proficient workforce. In 2023 the Welsh Government has developed the Net Zero Skills Action Plan: ‘Stronger, Fairer, Greener Wales’  where the main objectives are to analyse the present skills landscape in various industries, develop a highly trained workforce capable of achieving net zero emissions, and enhance the overall skills framework (GOV Wales, 2023).
By allocating resources to enhance employee skills, providing attractive rewarding packages, and promoting a work environment that values both professional and personal life, companies can secure the necessary workforce to drive these industries and contribute to the general economic wellbeing of the region. To summarise, placing a high importance on retaining employees and ensuring their commitment is not just a recommended approach, but a crucial necessity for businesses in South Wales to thrive in the competitive market and contribute to the ongoing economic growth of the region.
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The aims and objectives of this research are to:
· To explore the relationship between employee perception of corporate sustainability efforts and their commitment to the organization.
· To assess the level of awareness and participation of employees in corporate sustainability initiatives.
· To investigate possible obstacles or problems that prevent corporate sustainability initiatives from improving employee engagement and retention.
[bookmark: _Toc49783899][bookmark: _Toc171027508]3.2 Research Rationale
The rationale for this research links to the sustainability concept, that has become more significant and assumes a more crucial part in everyone’s daily lives.  Therefore, it is important to comprehend how the adoption and integration of sustainable practices within organisations affect the connection between employees and the organisation. In addition to being a great asset for the overall success of firms, employees also play a crucial role in promoting sustainable habits inside their companies. 
In the March 2023 worldwide State of the Consumer survey conducted by Deloitte (2023) Consumer Centre, 69% of employed individuals expressed a desire for their employers to allocate resources towards sustainability initiatives, such as carbon reduction, renewable energy utilisation, and waste reduction. The feeling is more pronounced among questioned employees aged 18 to 34, who shown a greater inclination towards sustainability activities compared to respondents from older age groups.
Employee engagement is an essential driver at the core of this transformational movement. It is the key to unleashing a multitude of benefits, including improved productivity and innovation, as well as increased consumer loyalty and reputation (Kolkowska, 2023). The level of support that employees perceive from their organisation towards environmental activities has a favourable correlation with their involvement in eco-initiatives. Employees who perceive that their companies appreciate and endorse their sustainable attitudes are more likely to exhibit sustainable behaviours and cultivate a positive attitude towards the workplace (Bhatnagar and Aggarwal, 2020).
Organisations can fully utilise the potential of their workers to drive sustainable practices by fostering a strong sense of purpose, offering chances for learning, acknowledging their efforts, and ensuring that their values are aligned. The mutually beneficial connection between engaged employees and long-term prosperity sets the stage for a future in which enterprises not only achieve financial success but also make a constructive and enduring contribution to the environment and society. 
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The experimental arrangement or strategy utilised to investigate the question or hypothesis of interest is referred to as the research design (Kazdin, 2021). In general, the design process will involve the initial formulation of the research question, a consideration of the type of data to be collected and the method of collection, the planning of the sample, the decision of how the proposed data is to be analysed, and the consideration of the research's presentation and distribution (Hammond and Wellington, 2021).
· Ontology deals with the fundamental concerns regarding the nature of reality, existence, and being (Kumatongo and Muzata, 2021). It explores our beliefs and understanding of what makes reality.
· Epistemology explores inquiries into the nature of knowledge and truth, as well as the processes through which individuals acquire knowledge. It seeks to understand how people ascertain the validity of their knowledge and identify trustworthy sources of information (Onghena et al 2019). 
· Axiology deals with topics related to ethics and value systems. It focuses on determining what is morally right or wrong, ethical, or unethical, and making normative judgements (Shannon-Baker, 2022). 
· Methodology is a framework that helps researchers choose the most suitable methods for studying the world (Hanson-DeFusco, 2023). It supports them in determining how they should approach their inquiries.
Selecting a research technique, which is a suitable framework, is surely one of the most challenging and confusing stages encountered by most researchers. This is because each sort of study necessitates distinct methodologies and procedures for data collection and subsequent analysis, resulting in the presentation of major findings. There are many types of research procedures and frameworks, each with its own set of benefits and drawbacks. "The research onion" is a widely used and comprehensive research structure (Alturki, R. 2021). The research onion is a prominent and often utilised research structure in the field of research.
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[bookmark: _Toc170942052]Figure 1 Research onion (Saunders et al, 2016)
Each layer of the onion addresses a distinct part of the study, illustrating the diverse perspectives, techniques, and choices employed by researchers in their studies. The model consists of six layers: the researcher's philosophical stance, the methodology, research methods, choices, research timeframes, and the data collecting methods utilised by the researcher (Bianchi, 2021).
The investigation for this topic will involve an inductive approach. Inductive research involves the process of moving from specific facts relating to a given phenomenon towards a more general or abstract understanding of the phenomenon (Varpio et al, 2020). The technique used is a bottom-up strategy, which means that it starts with data and then moves towards abstract conceptualizations. The researcher gathers data pertaining to an occurrence and analyses it to identify patterns, so developing a comprehensive understanding of the phenomenon (Proudfoot, 2023). An inductive approach is effective for the present study because the subject has not been extensively studied and the sampling group has not been previously included in research investigations (DeJonckheere et al, 2024). In such instances, an inductive approach enables the data to express itself without the influence of a preexisting framework.
The objective is to reach a comprehensive conclusion that will assist businesses in South Wales in comprehending the correlation between employee engagement and retention and corporate sustainability programmes.
A mixed method approach will be utilised since it may offer a comprehensive understanding of the research question and present a range of evidence (Poth & Munce, 2020). Mixed-method research utilises a mixture of qualitative and quantitative methodologies, selected based on the study's objectives and the nature of the research issue, with the aim of increasing comprehension of the subject field. These approaches integrate the advantages of both quantitative and qualitative techniques, making them beneficial when a single methodology is unsuitable for research (Bell and Waters, 2018).
When seeking to generalise the results to a larger population and gain a comprehensive knowledge of the significance of a phenomena or concept for individuals, it is advantageous to gather both closed-ended and open-ended questions. This approach aids in comprehending a study topic. (Dawadi et al, 2021). In addition, the use of qualitative data, like focus groups and interviews, can enrich the depth of research inquiry by enabling the analyst to get a more comprehensive knowledge of the phenomenon with narratives. Utilising a quantitative data collection technique can improve the study by allowing the researcher to collect data from several people, thereby gaining a full grasp of different aspects of an event. (Taherdoost, 2022).
Engaging in or assessing mixed methods research also comes with several limitations. The challenges may encompass several factors, such as the need for additional time, financial resources, expertise, or prior experience to adequately plan, implement, and record the study. In addition, there might be ethical, practical, or theoretical issues associated with the sample, data collection, data analysis, or data integration. Furthermore, if the qualitative and quantitative methodologies rely on conflicting or inconsistent beliefs, paradigms, or methods, it might result in conflicts or issues for both the examiner and the audience. (Arsic, 2023).
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A research paradigm refers to the theoretical or philosophical foundation upon which a research study is based (Khatri, 2020). A paradigm is constructed upon fundamental beliefs on ontology, epistemology and the approaches used to study and understand phenomena. These parts are crucial for the basis of research, and it is necessary to possess full knowledge to achieve success in conducting the study. 
It is regarded as a research philosophy. The research paradigm provides guidance to the researcher in structuring and conducting their study, as well as in interpreting the significance of the events being studied. It is important to remember that paradigms are often characterised by four distinct principles (Pabel et al, 2021).  Positivism is a research paradigm that aims to understand and forecast events in the social environment by identifying patterns and cause-and-effect relationships among its components (Bonache and Festing, 2020). Critical Realism is a comprehensive philosophy of science that integrates positivist and constructivist approaches to provide a thorough comprehension of ontology and epistemology (Lawani, 2021). The objective of this strategy is to analyse the underlying cause-and-effect relationships between social events to get a more thorough understanding of issues and then provide strategic recommendations for addressing social problems (Fletcher, 2017).
Interpretivism disputes the notion of fundamentally identical truth. In the data analysis, the researcher integrates their own subjective perspective by including their personal values and views (Saunders, et al., 2012). The conclusions primarily rely on the researcher's interpretation. Through this strategy, individuals may examine social reality from many perspectives. Adopting an interpretivist position implies that the researcher will generate an unusual or surprising result, or at the very least a finding that may seem unexpected (Saliya, 2023).  Pragmatism is a research approach that assumes it is possible to utilise both positivist and interpretivist perspectives, depending on which one is most effective for a certain research subject (Melnikovas, 2018). This paradigm is based on the notion of using the most efficient methods to analyse real-world problems, allowing for the use of several data sources and types of knowledge to solve research questions. This attribute deems it appropriate for conducting mixed methods research, whereby data from both quantitative and qualitative sources are collected and integrated within a single study, in addition to for multimethod research, which entails the utilisation of several forms of data, either qualitative or quantitative. (Saliya, 2023). The present study follows a pragmatism paradigm as it does not give special importance to any form of knowledge or research approach and enables the acceptance and acknowledgment of validity among different views, interests and various information (Allemang, et al 2022).
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The main study involves the use of a questionnaire to gather extensive data, which assists in statistical analysis and theory development. A questionnaire is a research tool including a set of questions designed to collect information from respondents. This research approach comes with several benefits, such as accessing many participants, producing consistent, measurable, information, obtaining qualitative data by asking open-ended questions, all while maintaining confidentiality and ensuring anonymity (Davies and Hughes, 2014).
The questionnaire features a range of question formats aimed at collecting thorough and sensitive data, including closed-ended questions such as multiple-choice, Dichotomous, Likert scale, and yes/no questions, which produced organised and easily measurable data. Demographic questions collected data on the characteristics of survey participants, including their age, gender, and level of education. This information aids in comprehending distinct sectors of the population. Ranking questions prompted respondents to assign a priority to different objects and provided valuable information about their preferences and priorities. 
[bookmark: _Toc13915445][bookmark: _Toc44686317][bookmark: _Toc49783903]The questionnaire also included open-ended questions that enabled the researcher to collect qualitative insights on assessing the influence of sustainable business practices on employees and identify any obstacles that hinder employee engagement with the corporate sustainable programmes in South Wales.
[bookmark: _Toc171027512]3.6 Population and Sample
It is crucial to guarantee that the sample is representative of the group being examined. Otherwise, the results may not adequately depict the traits, attitudes, or behaviours of the broader population, resulting in biassed or deceptive conclusions. Employing a well selected method of sampling enhances the probability of acquiring a sample that accurately represents the population (Lakens, 2022).
The study's population of interest consists of people, groups, organisations, or other entities that the researcher aims to comprehend and to whom or which the study's findings may be applied or transferred (Casteel and Bridier 2021). This population is the primary focus of the research. Populations establish parameters for the extent of a research and offer environmental and contextual signals for the reader. These constraints provide limits on the research, allowing the researcher to maintain a specific emphasis and avoid presenting generalised data. Defining boundaries enables the researcher to precisely define subpopulations, including the target population, sampling frame, and sample. It also ensures that these groupings are properly aligned in the research (Turner, 2020).
The target population is a clearly defined group of prospective subjects that the researcher may engage with, and it appropriately reflects the features of the community of interest. The term "well-defined target population" refers to the specific criteria that determine who or what entities are eligible to participate in the study, including both inclusion and exclusion criteria. To correctly transfer the results of a research to the population of interest, it is necessary to operationalize the features of interest of the unit based on the study variables (Ackerman et al., 2019). Upon evaluating the study purpose, the attributes of the target population, and the resources at hand, a random sample has been selected from the employed population of South Wales. The survey has been administered to a sample of 100 employed adult individuals in South Wales who work either full-time or part-time.
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The survey included a variety of closed ended question types, like multiple choice, Likert and rating scale, dichotomous. The responses have been exported to an Excel spreadsheet and analysed using graphs and pivot tables.  Open ended questions have also been incorporated as they promote more accurate responses, offer a chance for feedback, and act as an indication of response quality (Neuert et al, 2021). Thematic analysis was employed to precisely identify themes and patterns of behaviour or meanings within the open questions enclosed in the questionnaire. Thematic analysis is the methodical process of combining data into meaningful patterns. Coding facilitates the classification and arrangement of data units to aid in the recognition and exploration of patterns, such as themes (Dejonckheere et al, 2024). This approach was chosen due to its adaptable nature in uncovering the experiences, perspectives, and actions of participants, with the aim of comprehending their thoughts, emotions, and behaviours (Nzekwe-Excel, 2022).
[bookmark: _Toc13915447][bookmark: _Toc44686319][bookmark: _Toc49783905][bookmark: _Toc171027514]3.8 Reliability and Viability
Validity and reliability are essential factors for assessing the quality of the study. The first term describes the extent to which the research properly assesses what it aims to evaluate and faithfully represents the actuality of the topic under investigation. Validity can be preserved throughout the entire study when researchers consistently implement methods and standardise the circumstances under which data is collected (Coleman, 2021).
Reliability relates to the validity of the research, particularly with regards to the choice of appropriate methodology and the way those methods were employed and carried out in a research study. (Rose and Johnson, 2020). Offering a rationale for the used methodologies, together with clear and precise analytical techniques, enhances the perceived reliability of a study. It relates to the consistency and stability of the study findings, as well as their ability to be duplicated by other researchers (Lamichhane et al, 2024). Both validity and reliability are crucial for generating high-quality research that can be relied upon and utilised by others.
[bookmark: _Toc49783906][bookmark: _Toc171027515]3.8.1 Limitations of the Research
The results and interpretations of the study may be influenced or impacted by the issues and challenges that researchers encounter during the study. Limitations are variables that are typically beyond the researcher's control and may influence the study's outcomes or their interpretation (Akanle et al, 2020). Despite the meticulous planning and execution of all studies, they are subject to some degree of limitation. This limitation could be related to the theoretical or methodological selection for the investigation, or it may relate to challenges encountered during the data collection process.
The limitations of this study are related to the quantity of data that can be gathered, as well as time limits, as the study must be completed by a certain deadline. Identifying a theory that explores the influence of business sustainability initiatives on the employed population of South Wales may be challenging if the sample size is deemed inadequate.
[bookmark: _Toc13915448][bookmark: _Toc44686320][bookmark: _Toc49783907][bookmark: _Toc171027516]3.9 Research Ethics
Ethical concerns are crucial in any research initiatives as they provide the fundamental+6536 basis of honesty and responsible conduct. Resnik (2020) asserts that ethical behaviour has the potential to enhance confidence in both the researcher and the institution, facilitate the creation of new knowledge, and foster values such as justice and responsibility. Researchers must prioritise the rights, dignity, and overall welfare of every study participant. This involves obtaining informed permission, safeguarding privacy, and confidentiality, and minimising the potential for harm or discomfort (McGregor, 2023). Furthermore, researchers are required to adhere to established ethical principles and norms such as honesty, transparency, and accountability. Ensuring fairness, equity, and justice is crucial to prevent any form of discrimination and exploitation. The selected participants who completed the questionnaire have been provided with information on the safeguarding of their privacy and the collection of their data, as well as the assurance of anonymity in the study.


[bookmark: _Toc171027517]Chapter 4. Findings
[bookmark: _Toc171027518]4.1 Presentation and Interpretation of the Data
[bookmark: _Toc171027519]4.1.1 Introduction
In this chapter, the research results from the action study outlined in Chapter 3 are presented and examined. The empirical data was collected from a questionnaire that featured a range of questions formats, including closed ended questions. The first section included demographic questions meant to capture place of living, age and educational level, but also length of employment in the current workplace and a rating question about the level of commitment towards their organisation.
The second section involves an analysis of the open ended and closed questions meant to gather insights for the objectives set in the previous chapter. The questions aim to measure the level of commitment and engagement, impact of the corporate sustainable initiatives on the job satisfaction and the desire of employees to remain in their current employment, as well as any challenges they are facing when trying to take part in the environmental strategies. The respondents also had the opportunity to list any activities they would like to be incorporated in their workplace.
[bookmark: _Toc171027520]4.1.2. Education and sustainability
One of the important insights gathered from the questionnaire relates to the level of participation in the company’s sustainable practices. It was revealed that 66% of those who achieved a higher level of education are constantly engaging in these activities in their workplace. This aligns with a study conducted by Piao and Managi (2023) indicating that education plays an important part in the conservation of the environment. Specifically, those with higher levels of education have a greater tendency for engaging in environmentally conscious behaviours. This is because individuals in these positions are required to have a comprehensive comprehension of environmental issues and possess the necessary skills to make decisions that promote sustainability.

To achieve environmental sustainability, it is necessary to promote a lifestyle and consumption habits that are sustainable. Higher education institutions play a vital role in facilitating more effective governance and collaborative urban initiatives (Valor et al, 2020).  
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[bookmark: _Toc170942053]Figure 2 Participation in sustainable practices according to level of education achieved
[bookmark: _Toc171027521]4.1.3. Commitment and engagement
When it comes to ranking the level of commitment the respondents feel towards their organisation, 42% of them said they feel very committed, followed by 28% who are extremely committed to their workplace. When looking at the age group, 53% out of those who feel this level of commitment are part of the Millennial Generation (born between 1981-1996), followed by 32% belonging to Generation X (born between 1965-1980), and 20% are represented by the Baby Boomers (born between 1946-1964). The results from another statement in the survey revealed that 65% of the total respondents agree that their commitment to the organisation is positively influenced by the company’s sustainable initiatives, and 18% of them said they do not see any influence over their commitment. These findings link with the previously reviewed article by Kolkowska (2023) stating that in the context of sustainable business workers are driven by a deep connection to the organization's goals, a belief in the significance of sustainable practices, and a commitment to have a positive impact on the environment and society.

When asked about the awareness and implication in the sustainability programmes in their workplace, 85% of the millennials are very aware of the environmental initiatives and 71% of them are taking part in these programmes, 77% of the GenX individuals are also very aware and the same percentage are engaging with them, followed by 72% of Gen Z who are extremely aware of the corporate sustainable programmes and are also taking part in them. This enforces the initial findings of the research that states the millennials and Gen Zs constantly place a high importance on environmental sustainability, and most of them actively participate in initiatives to decrease their impact on the environment (Deloitte, 2024). These responses have contributed to the achievement of one of the objectives set for this research, which was to assess the level of awareness and participation of employees in corporate sustainability initiatives.
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[bookmark: _Toc170942054]Figure 3 Level of awareness of sustainable initiatives in the workplace according to age group
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[bookmark: _Toc170942055]Figure 4 Level of implication in sustainable business practices based on age groups
The questionnaire responses also revealed that 67% of the people aged from 45-64 years old have been with the same employer for at least seven years, followed by 64% of the millennials. The survey results also show a strong connection between the level of commitment to the organisation and the belief that the company’s dedication to corporate sustainability makes it a desirable place to work. The responses have shown that 100% from the respondents who feel extremely committed to their organisation strongly believe their workplace is appealing due to its commitment to environmental strategies, whereas only 30% of the individuals who feel a moderate commitment share the same belief. These findings relate to the study conducted by Walters (2022) which revealed that a significant majority of professionals highly prioritise working for organisations that exhibit a strong dedication to social and environmental ethics.  
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[bookmark: _Toc170942056]Figure 5 Relationship between level of commitment and organisation’s engagement with sustainability initiatives
The participants have also been asked to rate how much they agree or disagree with several statements that are meant to rate the impact of the sustainable practices on their level of engagement, commitment and motivation. The results show that 70% of them agree with the statement Corporate sustainability programmes positively impact employee engagement within the organisation and 12% disagree. Almost 65% of the respondents agreed the company shares the same sustainability values as their own, while 18% do not share the same views. These findings relate to the study conducted by Farooq et al. (2019) stating that employee engagement is anticipated to rise when individuals feel a sense of connection and belonging to a larger purpose inside their work environment.
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Figure 6 Employees opinion on the company’s sustainable values
The survey also revealed that 68% of the employees in South Wales agree that the company's environmental initiatives foster a sense of solidarity and collaboration among its personnel, followed by 18% of them who do not agree with this statement. A final declaration meant to measure the level of engagement revealed that 62% of the individuals feel that participating in the sustainable practices makes them feel more involved in the workplace. Those who do not agree with the positive impact on their engagement are representing 20% of the participants. A study undertaken by Lu et al (2020) has found a significant and strong correlation between corporate sustainable initiatives and employee engagement. It demonstrates that taking proper care of employees is a worthwhile investment, leading to higher levels of organisational dedication and employee engagement.
When asked to select the motivators that encourage the employees in participating in the sustainable initiatives, more than half of the respondents have selected the positive change this brings and the environmental impact. The alignment of personal values and teamwork are motivators for 33% of the employees. Also 33% stated that receiving rewards and recognition is a powerful motivator for engaging in the company’s sustainability programmes. According to Kolkowska (2023), providing recognition and rewards for sustainable efforts serves as a strong incentive for employees to actively participate in sustainable activities. Implementing formal recognition programmes that identify and promote employees' activities and accomplishments in sustainability fosters a constructive feedback chain. Incentives and rewards encompass a wide variety of offerings, including financial rewards linked to sustainability goals, public acknowledgment, awards, and professional growth prospects in sustainability-oriented positions (Marrucci et al. 2024). Acknowledging the work of employees not only strengthens their commitment but also evokes a feeling of satisfaction and accomplishment in contributing to a greater objective. Another statement meant to determine how many employees feel motivated to participate in the sustainable practices revealed that 60% of them are compelled to take part in such activities, whereas 20% are not influenced by these initiatives. 
[bookmark: _Toc171027522]4.1.4. Retention
When analysing the retention level and the individuals’ opinion about the importance of a company’s dedication to sustainability in influencing their decision to remain or leave their job, 55.6% of them believe this is very important, followed by 25% who said is also significant. Nearly 3% of them said the organisation’s commitment to environmental responsibility has no influence in their decision to remain in the current employment. The respondents were also asked to select the impact of the corporate sustainability measures on their job satisfaction. The analysis shows that 89% of those who would remain with a company that engages in these policies rated their job satisfaction as excellent, followed by 50% who rated it as very good. Research conducted by Bapat & Upadhyay, (2021) and Podgorodnichenko et al. ( 2021) have examined the influence of sustainable programmes on employees' desire to leave their jobs and have identified a considerable association between them.
A company's sustainability programmes can significantly improve staff retention. Given the growing concern for social and environmental matters, employees need assurance that their organisation is actively promoting a diversified and healthy environment. 
To achieve this, employers can request feedback from the staff on the modifications they seek. To initiate positive changes, it is desirable to provide energy-efficient technology in physical workspaces, make use of renewable energy sources, promote waste reduction, and encourage recycling (Sherman, 2023). Employers have the choice to provide incentives for sustainable mobility, such as commuting and public transit, or eliminate the need for commuting by promoting remote work opportunities.
[bookmark: _Toc171027523]4.1.5 Qualitative analysis
When asked about the sustainable initiatives their company engages in, 94% of the respondents indicated that their company engages in some form of sustainability practices. The most common programmes involve recycling, named by 50% of employees, the use of renewable energy, electric vehicles, operating a paperless office and using eco-friendly packaging, chosen by 22% of the respondents. The companies’ implication in sustainable practices in South Wales demonstrates the focus the government has placed on environmental strategies, considering is the first country in the world to implement legislation applicable to the Sustainable Development Goals (GOV, 2023).
Another 20% of people included carbon reduction policies and energy saving strategies, followed by nearly 10% who have said their company engages in volunteering programmes. These responses confirm the dedication of Wales to sustainable strategies, considering is among the first nations worldwide to include sustainability into its government policy and it aims to establish sustainable development as the primary guiding concept for government and public entities (GOV WALES, 2023). The country has set a goal to reach Net Zero by 2050 (Climate Change Committee, 2023) and has already achieved its objective for the first decade that ended in 2020 and is looking to intensify its efforts to stay on track.
The participants also had to name any obstacles they faced that prevented them from engaging more in the company’s sustainable practices, and 43% of them blamed the lack of time, followed by 20% who said they have not been offered the opportunity. Another 40% have said they have not encountered any difficulties when they have taken part in sustainable initiatives. When it comes to adjustments the participants would like to see in the workplace to increase the effectiveness of the sustainability efforts in improving staff retention and engagement, majority of them would like to see more environmental education and training for the staff on sustainable activities. On the opposite, only 8% of them mentioned rewards and recognition, which shows that for the employees the benefits these activities bring to the environment are more important than financial recognition. In their study, Farooq et al. (2021) found that providing environmental training to employees can enhance their awareness, knowledge, and abilities, leading to enhanced ecological behaviour.
The final question focused on extra environmental initiatives people would like their organisations to implement and majority of responses involved campaigning about the sustainability programmes they can participate in, as well as the impact on the environment. These responses are in accordance with the desire the participants have for companies to educate and provide more training for the employees on sustainability. A recent report by Deloitte (2024) found that more than half of GenZ and millennials are actively influencing their companies to tackle the problem of climate change.
[bookmark: _Toc171027524]4.2. Limitations
There are several methodological and conceptual restrictions that deserve attention. Firstly, the data gathering method was constrained to a certain time span, which resulted in the observation of a rather small sample. Moreover, the sample size could not adequately reflect the characteristics of the target population. According to Lakens (2022), this implies that the findings might only be applicable to the individuals who took part in the study, and it is important to use caution when generalising the findings to a larger group.
[bookmark: _Hlk171001232]Another limitation is represented by the fact that not all the respondents provided answered for the closed ended questions, which had a negative impact on the insights that were gathered and the development of certain themes. Some of the qualitative questions were developed to investigate possible obstacles or problems that prevent corporate sustainability initiatives from improving employee engagement and retention, which represents one of the three objectives set of the research. The lack of responses from some of the participants implies that this goal could not have been achieved and a generalised theory has not been developed (Alvarez et al. 2021). Additionally, it is essential to recognise that the findings derived from the study are dependent upon the limitations of the sample's size and features, and hence cannot be universally extrapolated.



[bookmark: _Toc171027525]Chapter 5. Conclusion and Recommendations
[bookmark: _Toc171027526]5.1. Future research
To overcome the limitations of this study, future research initiatives might use a longitudinal approach that incorporates a bigger and more diversified population. Improving the generalisation of the results and enabling the determination of causal connections between variables would be facilitated by this (Andrade, 2020). However, the current research, due to its limited duration and sample size, was unable to demonstrate these connections. Furthermore, future investigations might examine the impact of contextual variables that may have had an effect but were not included in the objectives of this study. By overcoming these limitations, future research can expand upon the foundation established in this study and offer a more thorough comprehension of the influence of sustainable business practices on employee engagement and retention in South Wales.

[bookmark: _Toc171027527]5.2. Conclusion
The insights gathered from the data analysis had the scope to examine the aims and objectives set for this study. The first objective meant to explore the relationship between employee perception of corporate sustainability efforts and their commitment to the organization has been achieved as the results illustrated a strong connection between these variables. The second objective set to determine the level of awareness and participation of the employees in the business sustainability initiatives has also been established by revealing that more than 70% of individuals belonging to different generations take part in these programmes. This aligns with existing research by Deloitte (2024) indicating that millennials and Gen Zs consistently prioritise environmental sustainability and actively engage in efforts to reduce their environmental footprint. 
The results also highlighted that in South Wales, organisations implement an extensive range of sustainability operations. There is an emphasis on green activities, like recycling programmes, carbon reduction, energy efficiency, the use of electric vehicles. Some companies also engage in volunteering opportunities. These sustainability approaches enhance employee engagement by cultivating a profound feeling of purpose and pride. Engaged employees have a greater tendency to have a sense of alignment between their job and their beliefs, as well as recognise the beneficial impact their work has. The findings also revealed a correlation between the sustainability activities and staff retention. Employees who consider their organisation as really dedicated to sustainability are less inclined to think about quitting their jobs.
In the present day, corporations are adopting a more significant objective, which encompasses
the concepts of protecting the environment, fulfilling social obligations, and ensuring a sustainable future (Irshad et al., 2023). In the current dynamic business environment, employees assess organisations and closely observe how they integrate sustainable practices into their daily activities. As a corporation, sustainability functions as a metric for assessing people’s influence and provides a means to evaluate the connection of environmental management, community wellbeing, and economic development. It can also lead to differentiation and offer possible advantage over competitors.
Employees desire to be involved in a mission that is worthy of their support. Simultaneously, employers are in pursuit of a stable, competent staff to improve the organization's capacity to adjust to evolving market conditions. There is a symbiotic relationship between employee retention and more sustainable efforts. Employers provide employees with a mission and purpose that are worth adhering to by creating strategies to optimise sustainability. Concurrently, it fosters a sense of loyalty and dedication to the organisation.
This research seeks to enhance the current understanding of company sustainability, staff retention and commitment to several aspects. This study presents empirical evidence from the South Wales area, enhancing the comprehension of the connection between these notions. The results confirm the idea that sustainability practices extend beyond external influences and have a beneficial impact on the internal work culture.
[bookmark: _Toc171027528]5.3. Recommendations
· Allocating resources to develop and support the staff may provide significant advantages for companies and play a crucial role in achieving sustained success, according to (Paillé et al.2020). A high turnover rate leads to both financial losses and the loss of key institutional knowledge. Companies may save recruiting and training costs and direct resources towards programmes that foster long-term development and innovation by prioritising the retention of skilled workers.
· Another recommendation for businesses in South Wales would be to promote and incentivize a shift in thinking and behaviour by implementing educational campaigns, conducting awareness-raising activities, and establishing a certificate or award system for enterprises that endorse the circular economy (Indeed, 2024). Until recently, most organisations have linked awards and incentives to sales and the productivity of their staff. Nevertheless, as organisations continue to enhance their dedication and initiatives towards the environment, it is imperative to establish a connection between incentive systems and the environmental achievements of the firm, as well as the environmental efficiency of individual corporate departments and employees.
· Other recommendations for companies would be to demonstrate the organization's dedication to sustainability through internal communication channels, social media, and mission statements (Ding et al, 2023). This can cultivate a sense of collective purpose among employees. By implementing programmes that reduce the company's environmental impact, including energy-saving measures, recycling initiatives, and the promotion of sustainable commuting options can induce employees to believe that they are making a positive environmental impact.
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CAIS AM GYMERADWYAETH MOESEGOL – Lefel BA


	

	Mae'r ffurflen hon i'w chwblhau gan bob BA myfyrwyr. Rhaid i bob ffurflen gael ei ystyried gan diwtor y modiwl.
Dylai un copi o'r ffurflen yn cael ei roi ar y ffeiliau Gyfadran ac un copi cadw ar y ffeil myfyrwyr.
	This form is to be completed by all BA Leadership and Management students conducting independent  projects. This form should be completed by the student. All forms must be considered by the Module Lead- Maria Heffernan. A copy of the form must be kept centrally and on the student file.

	
ADRAN 1 – MANYLION MYFYRIWR		     
	
SECTION 1 - STUDENT DETAILS


	Enw Llawn
Full Name 
	Corina Elena Cernat

	

	Ysgol/Cyfadran/ 
School/Faculty
	Business School
	Rhif Myfyriwr Student Number
	2019920

	

	Cydlynydd prosiect / Tiwtor 
Module Tutor/ Programme Co-ordinator
	Maria Hefferman
	Enw'r Gradd
Name of Degree
	Bachelor of Arts Leadership and Management

	
Teitl dangosol yr Traethawd Hir:
	
Indicative Title of the Independent Project:

	Put in title
The impact of corporate sustainability programmes on retention and employee engagement in South Wales



	ADRAN 2 – MANYLION CYFRANOGWYR / CYNULLEIDFA
	SECTION 2 - PARTICIPANT / AUDIENCE DETAILS



	Pwy yw’r cyfranogwyr arfaethedig?

	Who are the intended participants?
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	Na / No 

	Myfyrwyr / staff Y Drindod Dewi Sant
	Students / staff of Trinity Saint David


	Yes
	

	Oedolion (dros oed 16 ac yn gymwys i gydsynio)
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	Yes
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	Patients or clients of professionals	
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	Participant / Audience Number and Age
Provide details of the demographics of the participants / audience.

	Nifer o Gyfranogwyr / yn y Gynulleidfa

	Participant/ Audience number
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	Grŵp oedran y Cyfranogwyr/y  Gynulleidfa

	Participant/ Audience age group
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	1.
	Ydy’r prosiect yn cynnwys:
	Does the project include:
	Ydy / Yes
	Nac ydy/No 

	Defnyddio holiadur neu offeryn ymchwil tebyg 
	Use of questionnaire or similar research instrument 

	Yes
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	Use of written or computerised test
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	No
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	Diaries

	
	No
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	No
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	Participant observation without their knowledge

	
	No
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	No
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	No
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	Investigation of participants involved in illegal activities

	
	No
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	Procedures that involve deception

	
	No

	Gweini unrhyw sylwedd, cyfrwng neu blasebo 
	Administration of any substance, agent or placebo

	
	No

	Dull arall o gasglu data neu fformat cyflwyno (esboniwch)
	Other method of data collection or presentation format (please explain)

	
	No




	  2. 
	Restrueich dull o gasglu data
	List your method of data collection:


	Describe your methods of data collection
Mixed method consisting of a questionnaire with both quantitative and qualitative questions;
Secondary research consisting of literature review;





	3.
	Risg Posibl:
(corfforol, seicolegol, cyfreithiol, cymdeithasol neu economaidd)
	Potential Risk: 
(physical, psychological, legal, social or economic)


	A oes unrhyw risg bosibl i:  
	Is there any potential risk to:
	Ydw / Yes
	Na / No
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	Cyfranogwyr?
	Participants?
	yes
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	Ymchwilydd?
	Researcher?
	Yes
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	BrifYsgol/Cyfadran?
	University?
	Yes
	




	4.
	Rheoli Risg: 
Os oes, beth yw'r risg a sut y bydd yn cael ei reoli?
	Management of Risk:
If yes, what is the risk and how will it be managed?


	
Participants:
-loss of confidentiality risk
-loss of time
-emotional distress
Can limit the risk by maintaining anonymity and confidentiality during data collection and analysis.

Researcher:
· Psychological risks
· Ethical risks
· Legal risks
· Professional risks
· Project delays
Can manage the risks by conducting a risk assessment, obtain consent, protect privacy, use ethical guidance, seek support.

University:
· Reputational risk
· Legal risk
· Ethical breaches
· Controversial findings
· Intellectual property dispute
· Project delays
The University can manage these risks by setting realistic timescales, clarify intellectual property rights, implement strict guidelines, monitor the progress, follow ethical principles, and set up compliance procedures.
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	Os ydych yn delio â phlant a / neu oedolion agored i niwed, rhaid i chi gyflwyno eich tystysgrif DBS i'ch tiwtor goruchwylio i'w cymeradwyo cyn i unrhyw gysylltiad â cyfranogwyr hyn.
	If you are dealing with children and/ or vulnerable adults you must present your DBS certificate to your supervising tutor for approval before any contact with these participants.


	
	Ydw / Yes
	Na / No

	A

	Ydych chi wedi gwneud cais am dystysgrif DBS?
	Have you applied for a DBS certificate?            
	
	No

	B

	A yw eich tiwtor weld a'i gadarnhau eich tystysgrif DBS?
	Has your tutor seen and approved your DBS certificate? 
	
	No









	6.
	A fyddwch yn cael cydsyniad gwybodus ysgrifenedig gan eich cyfranogwyr?
	Will you obtain written informed consent from your participants?

	

	Ydw / Yes
	Na / No

	A

	Os na fyddwch, pam hynny?
	If no, why not?
	yes
	

	B

	Os byddwch, sut byddwch yn sicrhau cydsyniad gwybodus?
	If yes, how will you secure informed consent?

	
	

	Rhowch eglurhad / Please explain: Participants will be informed at the beginning of the survey about the anonymity of the study and privacy protection.


	Cynhwyswch gopi o’r ffurflen gydsynio os ydych yn defnyddio un.
	Please include a copy of the consent form if you are using one.
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Mae'r wybodaeth a gynhwysir yma yn gywir, hyd eithaf fy ngwybodaeth a’m cred.   Rwyf wedi ceisio dynodi unrhyw risgiau a phroblemau sy’n gysylltiedig â’r prosiect / ymchwil neu gynhyrchiad ac rwyf yn cydnabod f’ymrwymiadau innau a hawliau’r cyfranogwyr. 
	Declaration 
The information contained herein is, to the best of my knowledge and belief, accurate.  I have attempted to identify any risks and issues related to the project/research or production and acknowledge my obligations and the rights of the participants.

	
	

	Llofnodau  
Dylai'r ffurflen hon gael ei chwblhau a'i llofnodi gan y myfyriwr a'r Cydlynydd y prosiect /Twitor 

	Signatures
This form should be completed and signed by the student and the Module tutor/Programme Co-ordinator.

	

	
Myfyriwr / Student
Corina Cernat
	                                                                                 
	
Dyddiad: / Date: 23.02.2024

	
	
	

	
Cydlynydd y prosiect /Twitor 
Project co-ordinator / Supervisor

Marie Pitson
	
	                                                                                                                 Dyddiad: / Date:

	
Sefydliad / Organisation
University of Wales Trinity Saint David
	
	
Dyddiad: / Date:
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	Cyfranogwr Rhif Adnabod: 
Participant Identification Number:
	

	
CWESTIYNAU CYFWELIAD SAMPL 

	
SAMPLE INTERVIEW/ SURVEY QUESTIONS 


	TEITL Y PROSIECT: / PROJECT TITLE: The impact of corporate sustainability programmes on retention and employee engagement in South Wales





	1


	How long have you been working in the company?

	2


	How familiar are you with your company's corporate sustainability programmes, on a scale of 1 to 5?

	3


	How likely are you to say that your company's dedication to corporate sustainability makes it a desirable place to work?

	4


	Could you give examples of how your level of involvement with your work and the company has changed because of the corporate sustainability programmes?

	5


	Have you seen any obstacles or negative effects from your company's adoption of corporate sustainability programmes? If so, can you please explain?

	6


	What changes, if any, do you believe the corporate sustainability initiatives could benefit from to better support employee retention and engagement?

	7


	Regarding the following statement, how much do you agree or disagree? "Corporate sustainability programmes positively impact employee engagement within the organisation."

	8


	

	9


	

	10


	




	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
Corina Cernat
3 Heol Dewi Sant, Cardiff, CF144NN
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	Cyfranogwr Rhif Adnabod: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
PARTICIPATION CONSENT FORM

	TEITL Y PROSIECT: / PROJECT TITLE: The impact of corporate sustainability programmes on retention and employee engagement in South Wales



Name of Researcher:										         	
Please initial box

1.	I confirm that I have read and understand the information sheet dated 23.02.2024 for the above study. I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.


2.	I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.


3.  I understand that any information given by me may be used in future reports, articles or presentations by the research team.


4.  I understand that my name will not appear in any reports, articles or presentations.


5.	I agree to take part in the above study.




________________________	________________	_____________________________
Name of Participant	Date	Signature



_Corina Cernat____________________	_____________	_______23.02.2024______________________
Researcher	Date		Signature

You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No-one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.

When completed, please return in the envelope provided (if applicable).  One copy will be given to the participant and the original to be kept in the file of the research team at: PLACE:


	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
Corina Cernat
3 Heol Dewi Sant
Cardiff
CF144NN
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	Cyfranogwr Rhif Adnabod: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
SAMPLE PARTICIPANT INFORMATION SHEET


	TEITL Y PROSIECT: / PROJECT TITLE: The impact of corporate sustainability programmes on retention and employee engagement in South Wales



*THIS FORM IS TO BE AMENDED AND ADAPTED AS NECESSARY

Dear Participant: 

My name is Corina Cernat and I am studying in the School of Business.

I would like to invite you to participate in my research project. This project will be analysing the corporate sustainability programmes and aims to establish the impact of these initiatives on the employee engagement and retention in South Wales.

*Attached to this letter is a short questionnaire developed by Corina Cernat which will assess the impact of the corporate sustainability programmes on employees. I believe your opinions will be extremely helpful to me. 

Through your participation in the questionnaire and/or interviews, I hope to ascertain important findings and fill in a gap in the existing research.

All questionnaires will be kept strictly confidential to the researchers involved and at NO time will individual questionnaires be released to the public. This gives you a chance to express your views on your programme a confidential and anonymous forum and still be able to make a difference. Your participation in this study is completely voluntary so you can withdraw from the questionnaire at any stage. 

Our questionnaire should take about 10 minutes to complete, but there is no time constraint. There are also no right or wrong answers. Attached to this letter along with the questionnaire is a consent form. As this is a new project, your feedback is also important to us and we would be much obliged if you could also complete the feedback sheet along with the questionnaire. We understand that your time is at a premium, but your opinions are very valuable to us. 

After careful and precise analysis of the data obtained from this questionnaire, I will be happy to provide you with a copy of the findings at your request. The results of this questionnaire will hopefully enhance my understanding of the corporate sustainability programmes and their impact on employee engagement and will be stored on the University drive. The results of the research will be fed back to the University.

We thank you in advance for your time and participation. If any questions do arise, feel free to contact me at your convenience. 
	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
Corina Cernat
3 Heol Dewi Sant
Cardiff
CF144NN
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Impact of corporate sustainable initiatives
on employees engagement and retention in
South Wales

This study seeks to better understand the impact of company sustainability programmes on staff retention and

ical data on how these

eengagement in South Wales. Your involvement will allow the researcher to obtain cr
programmes affect employee satisfaction and loyalty in organisations. The questionnaire is open to all
employees currently working for companies based in South Wales.

The survey will include questions about:

Your knowledge and comprehension of your company's sustainable initiatives.

Your level of engagement with these programmes.

Your job satisfaction and sense of purpose at your workplace.

The possibility of recommending your company as a great place to work.

Your suggestions regarding challenges and improvements on the company's sustainability practices.

All the responses will be strictly confidential and will not be referenced by name in any report.

The survey should take about 10 minutes to complete.

Thank you for agreeing to take part in this study. Your input will be beneficial in helping the researcher
understand how sustainability initiatives contribute to the development of a more engaged and durable
workforce in South Wales.
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1. Where in South Wales do you live?

Short answer text

2. What is your age?

18-24 years old

25-34 years old

35-44 years old

45-54 years old

55-64 years old

Over 65 years old
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3. What is the highest level of education that you achieved?

Doctorate degree

Master's degree

Bachelor's degree

Associate degree

Trade/technical/vocational training

High school/college graduate, diploma or equivalent

Other

4. How long have you been employed by your current organisation?
Less than 1 year
1-3years
46 years
710 years
More than 10 years.

Other
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5.0n a scale of 1 to 5, how committed do you feel to our organization?

1-Not at all committed
2-Slightly committed
3-Moderately committed
4-Very committed

5- Extremely committed

fter section 1 Continue to next section -

Sustainability initiatives e
Corporate sustainability initiatives involve a diverse set of strategies that attempt to minimise environmental
effect and promote social responsibility. Examples include recycling initiatives, energy-conserving structures
and devices, use of renewable energy sources, going paperless, using eco-friendly packaging materials, and
ethical procurement from responsible suppliers. In addition, several organisations prioritise the wellbeing of
their employees by implementing hybrid working scheme and green commuting programmes or offering
volunteering opportunities for environmental reasons.
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6. How aware are you, on a scale of one to five, of the sustainable initiatives that your organisation is
engaged in?

7. Which sustainable initiatives does your company currently engage in?

Long answer text

8. How likely are you to say that your company's dedication to corporate sustainability makes it a
desirable place to work?

@) @) @) @) @)
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9. How would you measure the influence of business sustainability initiatives on your job
satisfaction?

Poor

Fair

Neutral

Very good

Excellent

10. Have you participated in any of the sustainability programmes or initiatives of your
organisation?

Yes

No

Other.

11.1f you have not engaged in any sustainability programmes, please explain why.

Long answer text
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12. What challenges or obstacles have you encountered that prevent you from engaging more with
the company's sustainability initiatives?

Long answer text

13. Regarding the following statements, how much do you agree or disagree?

Strongly disagr..  Disagree Neutral Agree Strongly agree

Corporate sust...

The company’s...

| feel motivate...

My commitme...

The company’s...

Participating in...
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4. What motivates you to participate in the company's sustainability programmes?

Environmental impact
Alignment of personal values
Teamwork

Positive change

Rewards and recognition
Leaming opportunities

Other.

15. When considering your future career path, how important is a company's dedication to
sustainability in influencing your choice to remain with or depart from the company?

Very important
‘Somewhat important
Neutral

‘Somewhat unimportant

Not important
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16. What adjustments would you recommend to increase the effectiveness of the sustainability
efforts in improving staff retention and engagement?

Long answer text

17. What more environmental initiatives would you like your organisation to implement?

Long answer text
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Have you participated in any of the sustainability programmes or initiatives of your organisation?

12
10
8
6
4
: I I I
0 . | 1|
Bachelor's  Doctorate degree  High Master's degree  Other
degree schoollcollege
graduate,
diploma or

equivalent

uNo
mYes




image6.png
How aware are you, on a scale of one to five, of the sustainable initiatives that your organisation is engaged in?
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Have you participated in any of the sustainability programmes or initiatives of your organisation?
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The company's sustainability activities are in line with my own values.
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