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[bookmark: _Toc206731208]Research Rationale and Background 
[bookmark: _Toc206731209]Background Discussion
Retail in the United Kingdom is a large industry that employs more than 3 million employees (roughly 9 per cent of the workforce nationwide) and contributes 5 per cent of GDP (British Retail Consortium). It covers every variety of format, including supermarkets, department stores, clothing, home and electronics. The large national stores (Tesco, Sainsbury etc) co-exist with regional stores, resulting in a 2-dimensional playing field of large and medium-sized firms at which TM practices are applied.
The recent decade has brought about a quick digitalisation of the sector, the changing consumer demands, and online competition. These shifts have resulted in opportunities to become innovative as well as aggravated traditional workforce challenges, especially skills shortages and turnover. The situation in the UK is as follows: one-fifth of employers are challenged by the lack of employees to fill their positions, and turnover in the retail sector claims a figure that regularly amounts to over 50 per cent in comparison with a national number of 15 per cent (ManpowerGroup, 2022; Distinct Recruitment, 2024). This volatility increases the risk of recruitment, interferes with service provision and erodes customer satisfaction (Logan et al., 2024).
Talent management has thus become the order of the day, strategic planning, attraction, development and retention of talented employees. An increased engagement rate, innovation, and profitability have been linked to effective TM (Zada et al., 2024; Gallardo-Gallardo et al., 2020). However, studies have limited themselves to large multinational enterprises thereby leaving a gap in the contextualisation of TM in the UK retail sector, especially mid-sized enterprises that have limited resources.
The retail labour force is unique, as it is highly dependent on the frontline (in many cases, part-time frontline), and the staff is critical to customer retention but does not have many career advancement opportunities and is underpaid, thus creating the challenges of high turnover (Mensah, 2019; Logan et al., 2024). According to a McKinsey survey (2024), insufficient promotion opportunities are the biggest cause of exit and emphasise the need to focus on not only attraction but also retention.
Social Exchange Theory suggests that employee commitment is created by investing in training and career support (Cropanzano et al., 2017; Ahmad et al., 2023), whereas the resource-based view of the firm considers human capital as a competitor-inimitable source of competitive advantage (Barney, 1991; Mahtani, 2010). In retail customer service and the skills of employees are the differentiators.
This paper shall, therefore, examine the role that TM plays in some business aspects including productivity, profitability, customer satisfaction, and business growth with a major emphasis on the differences between large and mid-sized UK retailers.

[bookmark: _Toc206731210]Aim
The aim of this study is to examine the impact of talent management strategies on business performance in the United Kingdom retail sector, with a particular focus on large national retailers and mid-sized chains that operate at a national or international scale. The study will determine how the practices on talent attraction, development and retention are linked to key organisational outputs like productivity, profitability, customer satisfaction and ability to grow.

[bookmark: _Toc206731211]Objectives
1. To analyse current talent management practices in UK retail, including recruitment, development, and retention.
2. To evaluate which practices most effectively enhance operational efficiency, engagement, and financial outcomes.
3. To identify barriers and challenges to implementing effective talent management in retail.
4. To compare talent management approaches between large and mid-sized retailers.
5. To recommend evidence-based strategies to optimise human capital and strengthen competitive advantage.

[bookmark: _Toc206731212]Research Question
How do talent management strategies influence business performance in the UK retail sector, and which practices are most effective in enhancing operational efficiency, employee engagement, and organisational growth?


[bookmark: _Toc206731213]Academic Focus
The paper is encompassed in the fields of human resource and strategic management with four theoretical frameworks being used including the Social Exchange Theory (SET), Resource-Based View (RBV), Human Capital Theory (HCT), and Psychological Contact Theory (PCT). Collectively, these contexts aim at giving a multi-dimensional view regarding how talent management (TM) practices facilitate organisational performance within the UK retail.
Social Exchange Theory (SET): Social Exchange: The principle of reciprocity guides employer-worker relations; commitment, loyalty and the resulting enhanced quality of service are nurtured through investment in fair treatment and training (Cropanzano et al., 2017; Ahmad et al., 2023).
Resource-Based View (RBV): Human capital is a rare, valuable and inimitable resource that is a source of competitive advantage. Fine employees are factors behind efficiency and brand differentiation (Barney, 1991; Mahtani, 2010).
Human Capital Theory (HCT): The ability and knowledge of the employees lead to increased productivity and flexibility. The training and leadership investment enhances competitiveness in dynamic markets related to retailing (Becker, 1964; Marginson, 2017).
Psychological Contract Theory (PCT): Centres on expectations of recognition, career development and fair treatment which enhance commitments to the workforce by reducing attrition (Mensah, 2019; Festing and Schfauter, 2014).
Such views enable an integrative approach to synthesize TM processes (e.g., engagement, retention) with outcomes (e.g., performance, growth), which provides insight beneficial to both theory and retailing practice.


[bookmark: _Toc206731214]Research Method
[bookmark: _Toc206731215]Method Description
After conducting a rudimentary literature review, it can be observed that although a lot has been researched about talent management (TM) as a business concept in general, little research has been carried out specifically on the UK retail company with regard to talent management. Most of the available literature concerns giant multinational firms or a given industry like technology or telecommunications (Collings et al., 2019; Al Aina & Atan, 2020; Zada et al., 2024), and there is a lack of knowledge on how TM strategies play out in the customer-centric extremely competitive retail sector. Moreover, large and mid-sized retailers have not been compared to a great extent, despite the fact that organisational size is a determining factor in the extent, formality, and the distribution of talent strategies (Gallardo-Gallardo et al., 2020). This research design has limited the contextual cognizance that gives a solid rationale to engage in other empirical studies that seek to understand the influence of the talent management approaches on performance results in this distinctive industry.
This study is supported by such a research paradigm as positivism since the given objective is to verify hypotheses based on generally accepted theories, such as Social Exchange Theory, Resource-Based View (RBV), Human Capital Theory, and Psychological Contract Theory, with the help of variables that are measurable and statistical analysis. The study will be conducted in line with the deductive research methodology, where the theoretical propositions are going to be built upon at the early stage, and the empirical test will be conducted to prove or disapprove the existing links between TM practices and measures of business performance (Saunders et al., 2019).

[bookmark: _Toc206731216]Data Collection
The study will employ a quantitative survey method only, with the aim of gathering between at least 150 completed questionnaires. The survey will collect quantitative data on how the practice of talent management is carried on, what is perceived to be effective, and the businesses judged to be related to the business. The method is quite applicable to patterns recognition, relationship testing, and the production of a generalizable output (Bryman & Bell, 2015). Semi-structured interviews are not included, due to both time constraints and the focus on obtaining a sufficiently large, representative dataset.
The survey will be directed to HR managers, store managers, senior operations managers in large and mid-sized retailing organisations in the UK because they are best placed to offer information about talent management practices, and also the performance outcomes. A purposive sampling approach will be employed to select respondents that are relevant to the research objectives and covers a range of diversity in sub-sectors including grocery, clothing, home goods and electronics.
These questionnaires will be conducted online (e.g. google form, SurveyMonkey) and the respondents will be recruited via LinkedIn or other professional networking websites, industry associations, and via direct company outreach. Before final distribution, the survey will undergo a pilot-testing with 5-10 retail professionals to test clarity, content validity, and the time of completion.
The survey will consist of four sections:
· Organisational and respondent demographics – size, sector, role, years of experience.
· Talent Management Practices – including recruitment, development, retention, succession planning, and engagement initiatives, adapted from validated HRM scales (Al Aina & Atan, 2020; Zada et al., 2024).
· Business Performance Indicators – such as operational efficiency, employee engagement, customer satisfaction, profitability, and growth intentions.
· Barriers to Talent Management – e.g., skill shortages, high turnover, budget/resource limitations.
Most of the questions will have five points Likert scales to measure perceptions with multiple answers and ranking inquiries being used to address factual data. 

[bookmark: _Toc206731217]Advantages and Disadvantages of the Method
Survey method has a number of benefits:
· Allows to gather a great sample size, which is more representative.
· It permits the statistical test of relationships between variables.
· Generates generalizable results transferrable to the retail industry.
· It is cheap and takes less time especially when the content is distributed online.

But there also are some limitations:
· Offers generalizing as opposed to in-depth understanding with qualitative interviews.
· Low response rates can occur and thus risk representativeness.
· The use of self-reported measures that can cause bias or falsehood.
· Cross-sectional surveys will record associations but fail to sufficiently prove causality.
In acknowledging these trade-offs, the research design will bring clarity on what the research method can and cannot do.

[bookmark: _Toc206731218]Methods of Analysis
Survey data will be exported to SPSS when collected to be analysed. The demographic and TM practice prevalence will be summed up with descriptive statistics. Pearson correlation and multiple regression analysis will also be adopted to analyse the relationships between independent variables (talent management practices) and dependent variables (business performance outcomes). Independent-sample t-tests or ANOVA will be used to conduct comparative tests between the large and mid-sized retailers based on the distribution and nature of data being examined.
This quantitative method of analysis is in line with positivist paradigm and it allows hard testing of hypothesis based on theory. It also helps accomplish the purpose of the study in leading to the coming up with evidence-based and actionable recommendations to the retail HR practitioners and decision-makers.

[bookmark: _Toc206731219]Methodological Limitations
Although the selected positivist, quantitative survey can provide generalisable findings, there are multiple methodological weaknesses. First, use of only one technique and self-reported measures raises the possibility of the common-method bias and social desirability effects since performance outcomes are not objective but rather subjective. Second, purposive sampling that concentrates on managers omits lower-ranking employees and consumers, which can leave other views about the effectiveness of talent management undiscovered. Third, the cross-sectional study design measures the associations at a moment but does not allow emphatic causal conclusions along with no possibility to study long-term tendencies. Fourth, statistical generalisation outside the targeting of large and mid-sized UK retailers is limited by relying on non-probability sampling. Finally, a regression-based analysis makes assumptions like normality and independence that are not always true. All these limitations cannot diminish the usefulness of the study but these should take place to caution you when making an interpretation of the findings of the study.

[bookmark: _Toc206731220]Research Limitations
The study is limited and two limitations are present irrespectively of careful design:
Reliability:
· Survey interpretations affect responses.
· Sampling bias could occur if smaller retailers are more willing to participate than larger firms.
· They are dependent on online distribution, which might cut out a portion of prospective respondents.
Validity:
· Performance measures as self-reported are not ideal representations of business results.
· The study was cross-sectional; therefore, the inferences to causal relationships into the long term are impeded.
· The results cannot be broadened out to small independent retailers, given that only large and mid-sized companies are given attention.
The presence of these shortcomings not only speaks well of the validity of the study; it also creates openness regarding the level of inference.

[bookmark: _Toc206731221]Ethical Considerations
The study will be conducted according to ethical framework of the University the participants will be fully included into knowing the purpose of the study, their rights, and the fact that the participation is voluntary. Only role, organisation type will be gathered, but anonymity will be provided in order to collect no personally identifiable information. In my case, the answers will be saved in the university systems, which were encrypted, but only the researcher will access this information, and will be destroyed after said time stated in institutional policy. The participants will have an opportunity to drop at any point before submission of their survey without repercussions.

[bookmark: _Toc206731222]Resources and Time Management
The researcher understands time management will be crucial to the successful ending of this study. Since I have other obligations in terms of part-time job, school (coursework), personal duties, it will be a challenging process of finding balance between time spent on the research and study but planning and sternness should help maintain the balance. The research will be structured to ensure that each phase, from survey design to data analysis, is completed within the set deadlines, while allowing contingency for unexpected delays.
From a budget perspective, the project will be self-funded. No external financial support will be required, as most resources are already available to the researcher. These include personal laptop, internet, access to the online library, transport, etc.
Start Date: 11 August, 2025 and End Date: 12 December, 2025[image: ]Figure 1: Gantt Chart
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