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Abstract
Purpose: The purpose of the study is to determine how employee engagement in Swansea retail industry is affected by corporate social responsibility.
Literature review: Employee engagement practices are linked to different aspects of a company's corporate social responsibility (CSR) initiatives, and retail companies are not an exception. Employee pride, loyalty, a sense of purpose, and meaningful work can be generated by a variety of CSR dimensions, including economic, legal, ethical, and philanthropic aspects. However, because UK retail business organisations do not maintain transparency in their CSR activities and engage in greenwashing or fake CSR activities, employee perceptions may be negatively impacted. 
Methodology: A well-structured survey method has been used in the study to collect "primary quantitative data". As the primary research tool, a structured survey questionnaire has also been employed. Using the "SPSS software", a "statistical data analysis" approach has been considered to analyse the data collected. 
Findings: As result of finds from collected 74 survey response, it is found that CSR initiatives need to be maintained and given top priority by retail businesses. Adopting inclusive and open CSR practices can directly boost employee satisfaction and engagement. Addressing the problems of skill limitation can improve employee engagement in the retail sector. Technology must be used to integrate training and development programs in order to address CSR issues. Employee engagement may rise if it gives workers the practical skills they require.
Conclusions: The results show that CSR is acknowledged as an organisational duty and a powerful employee motivator. Most retail employees are aware of and participate in the CSR programs and initiatives that their employers have put in place. Therefore, implementing technology training programs and raising CSR awareness and recognition can enhance employee engagement.
Recommendations: When employee-driven CSR projects and initiatives are successfully integrated, employee engagement in the retail industry can be improved. Retailers need to establish committees where staff members can advocate for social and environmental causes. Programs for employee skill development and training can be organised and implemented by retailers. 
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[bookmark: _Toc184251416]Chapter 1: Introduction
[bookmark: _Toc184251417]1.1 Introduction 
In this chapter, an introductory analysis is being done based on the background of the retail firms’ CSR strategies and the role of these strategies in employee engagement. First of all, a brief background of this topic has been described with required information and background data. Additionally, the aim, objectives and research questions have been established in this chapter. Additionally, the motivation of conducting this research along with the scope of this research has also been described in this chapter. However, the limitation of this research is also being address in this introduction chapter. The overall structure of this dissertation has been demonstrated at the end of this chapter. 
[bookmark: _Toc184251418]1.2 Research background 
“Corporate Social Responsibility (CSR)” can be described as a specific business model where a specific business organisation focuses on maintaining environmental sustainability, social sustainability as well as economic sustainability for betterment of the society, surrounding environment and stakeholder (Jiang and Luo, 2024). Employee engagement factors are related to various dimensions of the CSR activities of a particular firm and this is not exceptional for UK retail firms. Various dimensions of CSR such as economic dimensions, legal dimensions, ethical dimensions and philanthropic dimensions can generate the pride, loyalty, sense of purpose and meaningful work among the employees (Swaen et al., 2021). Currently, in Swansea a wide range of employees are willing to join and work with those business organisations which are sustainable, participate in CSR activities actively and include sustainability practices in their day-to-day business operations. A recent survey revealed that around 60-70% UK employees are willing to join a sustainable company even after being offered a lower salary for better contribution in society, improve their personal reputation or image, align their personal values and morale and better employee satisfaction (Thestepstonegroup, 2023). This can be considered as a biggest example that maintaining CSR is important to engaging employees. Getting motivated, generating a sense of pride, connected to the organisational value and linking their personal values and improving their morale and employee loyalty are the positive employee perceptions regarding the CSR activities adopted by a particular business organisation (Huang et al. 2024). This is not exceptional for the retail business organization in the United Kingdom. 
Therefore, it can be said that, through adapting the CSR strategies, the leaders of the business organisations can create the value among the employees and this can be considered as a good employee engagement opportunity. As a result of this, various retail firms in Swansea have adapted various CSR strategies not only to improve their reputation and customer engagement but also as a strategy for employee engagement and to satisfy their employees. This is because Businesses have a significant role to play in achieving global climate goals as the world focusses on lowering carbon emissions. The goal of the Swansea training program is to provide small and medium-sized businesses the expertise and skills they need to become carbon neutral, become more resistant to climate change and rising energy costs, and help create a sustainable future (GOV, 2024).
Associating with local suppliers or investing community events by the business organisations can also develop a sense of pride among the employees in working for a company that supports their local area as well as the employees can feel more connected to their organisation when they see their organisation is contributing to the community they belong to. It is also important to involve the employees in the charitable programs, community engagement and community investment for better employee engagement practices through donating resources, foods and money to the needy community and donating for child education (Hazzaa et al. 2024). 
This also satisfied the employees, generated a sense of pride and improved brand loyalty. However, employee perceptions can be negative due to greenwashing or fake CSR activities and not maintaining transparency in the CSR activities by the retail business organisations (Singh and Misra, 2021). The negative employee perception can also be developed by lack of clear communication regarding CSR goals and achievements of their organizations and this also can generate mistrust among the employees. Therefore, it is necessary to maintain transparency in the adapted CSR activities by the business organization to generate trust among the employees. The management of the business organisations can include the employees for designing the CSR activities and listen to their valuable opinion regarding the CSR strategy that should be adapted by that particular company (Wang et al., 2022). This can certainly increase the value of the employees employed in the retail firms. This can certainly increase employee satisfaction, their involvement in sustainable practices. 
[bookmark: _Toc184251419]1.3 Research aim 
The study aims to identify the impact of Corporate Social responsibility on employee engagement in the Retail Industry in Swansea
[bookmark: _Toc184251420]1.4 Research objectives
RO1: To evaluate the main corporate social responsibility or CSR that affect employee engagement in the retail sector of Swansea
RO2: To determine the different dimensions of the CSR on the changes in employee engagement 
RO3: To access the perception of the employee of the corporate social responsibilities of CSR in the retail industries in Swansea
RO4: To develop strategic recommendations to implement CSR strategies for the increment of employee engagement in the retail sector in Swansea
[bookmark: _Toc184251421]1.5 Research questions
· What are the main corporate social Responsibility or CSR that affect employee engagement in the retail sector of Swansea?
· What are the different dimensions of the CSR on the changes in employee engagement?
· What are some of the employee's perceptions of the corporate social responsibilities or CSR in retail industries in Swansea?
· What are potential strategic recommendations to implement CSR strategies for the increment of employee engagement in the retail sector in Swansea?
[bookmark: _Toc184251422]1.6 Justification or rationale of the research 
Employee engagement factors are directly connected to various dimensions of the CSR activities of a particular firm and this is not exceptional for the retail firms in Swansea. Moreover, in Swansea a wide range of employees are willing to join and work with those business organisations which are sustainable. However, employee engagement is very important for a particular business organisation in terms of reducing turnover, improving organisational productivity, increasing the overall creativity of the organisation and overall maintaining a good organisational culture. therefore, it is important to adapt the economic, environmental and social sustainability by the retail business organisations for developing greater alignment between their personal values as well as their organisational objective. Moreover, it can be understood that, CSR strategies, that are adapted by the retail firms, can effectively contribute to the employee engagement in terms of increased employee loyalty, enhanced productivity of the employees and reduced turnover. As a result of this, this particular research is important to understanding the interrelated connections between the various factors associated with the CSR strategies adapted by the retail firms as well as the specific role of these CSR activities in employee engagement. The academic importance of this research is to know and analyse the concept of corporate social responsibilities, specifically for the retail firms and how they affect in shaping employee engagement in these firms. 
Not only that, how the large and reputed retail chain of Swansea are adapting various CSR strategies to contribute to the society and surrounding environment and how this has a positive effect on employee engagement can also be known from this particular research. There are also negative employee perceptions and hidden challenges associated with implementing the CSR activities or changing the employee perceptions can also be known from this particular study. The corporate importance of this research can be considered as analysing the importance as well as challenges of implementing proper CSR strategies which can be suitable for employee engagement and developing employee loyalty for their firm. Therefore, this study is important to understand the link between the corporate social responsibility and employee engagement, especially for retail firms as well as developing proper strategies for the retail firms for better employee engagement. 
[bookmark: _Toc184251423]1.7 Research scope 
The factors related to the employee engagement can be linked with several dimensions of the CSR activities of a particular firm. However, this is not exceptional for retail firms and developing their employee engagement strategy. It can be said that those retail firms adapt the various CSR practices they can effectively develop a sense of pride as well as purpose among employees and can also motivate them to increase their productivity in organisation. Therefore, this particular research is significant to evaluate the main corporate social responsibility or CSR that affect employee engagement in the retail sector. This is beneficial for the retail firms in Swansea for engaging their employees and they can be benefited through reducing turnover, improving organisational productivity, increasing the overall creativity of the organisation and overall maintaining a good organisational culture. However, it is required to identify various dimensions associated with the CSR activities which can significantly increase the employee engagement. Therefore, this particular research is also significant to determine the different dimensions of the CSR on the changes in employee engagement. This research is also beneficial for identifying the perception of the employee of the corporate social responsibilities of CSR in the retail industries. This can be beneficial for the management of the retail firms to identify their employee perceptions as well as developing proper strategies to develop positive employee perceptions for better employee engagement. There are also negative employee perceptions and hidden challenges associated with implementing the CSR activities. Therefore, this particular research is also necessary to develop strategic recommendations to implement CSR strategies for the increment of employee engagement in the retail sector. 
[bookmark: _Toc184251424]1.8 Methodology used 
A “positivism research philosophy” and a “deductive research approach” along with “descriptive research design” have been selected for conducting this particular research. This research has included a “primary quantitative” method for data collection, for which a structured survey has been conducted. A structured survey questionnaire has been considered as the effective methodological instrument. This survey questionnaire included demographic questions along with other research-related questions, through which relevant research data has been collected. The collected survey data has been analysed by using the “SPSS software”, which is a statistical tool required for data analysis. The quantitative analysis has further helped this research in obtaining the most effective and required research findings. 
[bookmark: _Toc184251425]1.9 Research limitations 
As a survey methodology with 74 participants has been employed in order to conduct this particular research, this can impact the generalizability and robustness of its findings. First of all, this sample size can be considered as sufficient for basic analysis but may not be sufficient enough to analyse the diversity of perspectives across the retail industry. In addition, the research provides effective insights associated with the CSR initiatives implemented by the retail sector in Swansea. Hence, the study findings cannot be related and used for the entire UK industry as Swansea is a city in Wales. For this, it can be considered as a potential limitation of this study. However, the longitudinal data has not been collected due to time and resource constraints. This could provide a clearer understanding of the long-term impact of CSR initiatives on employee engagement. Additionally, lesser focus on utilising the technologies and advanced CSR approach have not been analysed adequately in this research. 
[bookmark: _Toc184251426]1.10 Structure of the research
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[bookmark: _Toc184251484]Figure 1.2: Structure of the research
(Source: Created by the researcher)
As shown in figure 1.2 above, the structure of this research is constructed by five chapters from Introduction to Conclusion and recommendations. In “Introduction”, the research includes the aim, objectives, research questions and justification of conducting the study. The “Literature Review” contains an in-depth analysis and description of research variables derived from research objectives. In “Methodology”, suitable methodological considerations are included that are relevant for this research topic. The “Data analysis” chapter contains the analysed information or data through the use of statistical tools and techniques. The last chapter regarding “Discussion, Conclusions and Recommendations” involves research findings along with some recommendations to ensure its further improvement.  
[bookmark: _Toc184251427]1.11 Summary  
Employee engagement factors are related to various dimensions of the CSR activities of a particular firm and this is not exceptional for retail firms in Swansea. Those business organisations adapt the various CSR practices they can effectively develop a sense of pride as well as purpose among employees and can also motivate them to increase their productivity in organisation. The aim of this particular research is to identify the impact of Corporate Social responsibility on employee engagement in the Retail Industry in Swansea. This particular research is necessary to understand the link between the corporate social responsibility and employee engagement, especially for retail firms as well as developing proper strategies for the retail firms for better employee engagement. However, the entire dissertation is conducted by following the research structure. It is required for reducing employee turnover, increasing their satisfaction and developing a good organisational culture. 

[bookmark: _Toc184251428]Chapter 2: Literature Review 
[bookmark: _Toc184251429]2.1 Introduction 
The chapter is being conducted for an effective analysis of research-related variables associated with CSR initiatives and employee engagement in the retail sector of Swansea. It is mainly categorised into two segments, including the theoretical review and the empirical review. The theoretical review involves the application of suitable theories for this research. Moreover, the empirical review includes an in-depth analysis of all variables involved within this study. These variables include main CSR activities of the retail sector, different CSR dimensions, employee perceptions on CSR activities and recommendations for implementing CSR initiatives for an improved employee engagement. All of these research variables are represented through the conceptual framework developed in this chapter.  
[bookmark: _Toc184251430]2.2 Theoretical review 
[bookmark: _Toc184251431]2.2.1 Social identity theory 
The study has considered the "Social identity theory", through which examining the relationship between CSR and employee engagement in the retail sectors has been possible. Implementing employee engagement and commitment has been simplified by the ability of the retail sector to rapidly analyse employee identities considering this theoretical approach. This theory has been proposed by Tajfel and Turner, which states that a self-esteem sense is derived by individuals and they are also involved in their social groups (Harwood, 2020). Hence, the strategic application of the “Social identity theory” has helped in identifying the influence of CSR activities or perceptions in employees on employee engagement within retail businesses (figure 2.1 below). 
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[bookmark: _Toc184251485]Figure 2.1: Social identity theory
(Source: Harwood, 2020)
Using social categorization, identification, and comparison to boost self-esteem, social identity theory establishes the difference between social identity (group memberships) as well as personal identity (unique features). CSR programs in the retail sector help employees feel prouder and more devoted to the firm, strengthening their organisational identification. This, in turn, increases employee engagement as they link their identity with the company's community-focused actions and socially responsible principles (Ibrahim et al., 2024). When retail businesses engage in CSR practices, they can develop a socially responsible brand identity. These socially responsible CSR practices can include an enhanced focus of retail businesses on community development, environmental sustainability and ethical sourcing (Adebayo et al., 2024). Employees become more committed to their positive societal and organisational contributions when the firms focus on implementing significant CSR practices.  Hence, a sense of belonging can be developed from this perspective through the strategic alignment between organisational identities and personal or individual values (Roemer et al., 2023). Therefore, the application of “Social identity theory” (SIT) can provide a significant customer experience. It further enhances the probability of increasing employee involvement and participation in ethical practices (Raza et al. 2021). Hence, the use of this theory can effectively identify the organisational identity of retail firms in Swansea. This CSR-related identity can develop an improved employee engagement in this sector.       
[bookmark: _Toc184251432]2.2.2 Psychological Contract Theory 
The "Psychological Contract Theory" develops the sense of frost and collaborative dedication between employees and the higher authority personnel (Herrera and De Las Heras-Rosas, 2021). This theory, therefore, helps in identifying possible opportunities for workplace development. Hence, it can suggest an effective integration of CSR policies, through which an improved workplace culture can be developed. It can develop an enhanced employee trust and job satisfaction among employees, which can further lead to an improved employee engagement (figure 2.2 below). 
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[bookmark: _Toc184251486]Figure 2.2: Components of “Psychological Contract Theory”
(Source: Herrera and De Las Heras-Rosas, 2021)
Figure 2.2 states that the “Psychological Contract Theory” emphasises on informal and unspoken agreements between employers and employees. It highlights the development of formal contracts through mutual expectations of employees and employers within an organisation (Zacher and Rudolph, 2021). In case of CSR and employee engagement within the retail industry, this theory helps to examine the impact of CSR initiatives on employee behaviours and perceptions. CSR initiatives are also associated with the organisational commitment to sustainable and ethical practices. It can effectively develop an interconnection between personal values and expectations of employees. These initiatives can be perceived by employees when an organisation can align environmental and social responsibilities with psychological contracts of employees (Dixon-Fowler et al., 2020). It can improve employee trust and reciprocity, which helps employees in responding to ethical and sustainability practices. 
For example, employees show an elevated level of organisational commitment when a retail firm effectively invests in fair trade practices. This is because employees can interpret these actions as their significant commitment to broader social responsibilities. Implicating expectations of employees can be associated with this commitment for an ethical employer. With the help of this, the employers become highly motivated and their contribution to meaningful and purpose-driven work can be enhanced (Gartenberg, 2022). However, employees can feel betrayed if an organisation commits to prioritise sustainable practices, but engages in environmentally harmful initiatives. Therefore, this theory can significantly be aligned with this research as it illustrates the effectiveness of CSR initiatives for achieving psychological contracts. It further helps in increasing employee engagement and improving a positive working environment within the retail industry.     
[bookmark: _Toc184251433]2.3 Empirical review 
[bookmark: _Toc184251434]2.3.1 Main CSR activities that influence employee engagement in the retail sector 
“Corporate Social Responsibility (CSR)” can be defined as a particular business model where a specific business organisation shows their awareness for environmental sustainability, social sustainability as well as economic sustainability. As defined by Low and Spong (2022) instead of just focusing on the financial profit, those business organizations show major concern about the social, economic and environmental sustainability, it can be considered as those companies have adopted CSR strategies. However, the concept of “Corporate Social Responsibility (CSR)” is majorly important for the retail business organisations and the retail sector of the United Kingdom is not exceptional. Employee engagement is linked with various CSR activities of a particular retail firm. As per the statement of Dal Mas et al. (2024), the retail sector is responsible for emitting carbon so much due to various reasons such as following fast fashion, not focusing on the sustainable logistics and supply chain and to make much more profit, which is a clear violation of environmental sustainability. For example, according to the information found in the “British Retail Consortium (BRC)” around 215 million tonnes of “carbon dioxide” equivalent (MtCO2e) are emitted by the whole annual lifecycle and business operations of the retail sector (British Retail Consortium, 2024). As supported by Swaen et al. (2021) various retail business organisations may secure much more profit by not investing in the sustainable business operations and ignore the overall sustainability. 
However, as per the opinion of Raza et al. (2021) adapting “Corporate Social Responsibility (CSR)” strategies can develop a sense of pride as well as purpose among employees and can also motivate them to increase their productivity in organisation. Through adapting the CSR strategies, the leaders of the business organisations can create the value among the employees and this can be considered as a good employee engagement opportunity. However, as per the observation of Wang et al. (2022) currently, among the general responsible retail customers, who are more concerned about the importance of sustainable purchasing, preferring to purchase products specifically those brands who follow sustainability in their overall business operations or ethically sourced their raw materials. Not only that, many of the modern retail customers are now preferring to purchase sustainable products and they are also preferring the eco-friendly packaging system. 
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[bookmark: _Toc184251487]Figure 2.3: UK retail customers are willing to pay more to the sustainable retail brands
(Source: Retaileconomics, 2022)
In this figure 2.3, it has been demonstrated that UK retail customers are willing to pay more to the sustainable retail brands. Around 45% of the retail customers currently prefer to purchase from those retail brands which have adapted overall sustainability in their business such as economic sustainability, environmental sustainability and social sustainability (Retaileconomics, 2022). Therefore, it is important to adapt the economic, environmental and social sustainability by retail business organisations. This not only can attract a wide range of customers who prefer sustainability but also employees working in retail brands feel greater alignment between their personal values as well as their organisational objective. This can also create a positive brand image and customers will more intend to buy these brands who majorly focus on sustainability. Employee engagement can directly influence customer satisfaction because a particular engaged employees can provide better service, exhibit positive attitudes as well as build stronger customer relationships. If retail brands prioritize sustainability, then customers feel satisfied due to ethical alignment and quality assurance. This satisfaction can certainly enhance employees’ sense of pride and purpose and also motivate them to engage more deeply with their roles. Engaged employees can deliver better customer service and employee loyalty can also be increased. According to the viewpoint of Farrukh et al. (2020) this can be one of the best employee engagement opportunities for the retail brands in terms of training the employees for reducing environmental impact or supporting ethical supply chains and improving the overall service to the customers. 
According to the viewpoint of Hosseini et al. (2022), one of the important CSR strategies for better employee engagement is to focus on the environmental sustainability by the retail brand through reducing the plastic usage, reducing the carbon emission from their different business operations such as production and logistics and focus on the eco-friendly life cycle of the business. For example, one of the leading supermarket chains in the United Kingdom, Tesco, has successfully removed more than 2.3 billion plastics from all over their branches by engaging their staff and focusing on environmental sustainability (Tescoplc, 2024). As a result of this, the customers who prefer sustainable purchasing are more interested in Tesco and this not only helps Tesco to improve their brand reputation but also improve employee engagement. Not only that, another large retail brand, “Marks & Spencer” are majorly focusing on reducing carbon footprint to increase customer engagement and focus on environmental sustainability. 
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[bookmark: _Toc184251488]Figure 2.4: Marks & Spencer’s “Plan A” for reduce their carbon footprint
(Source: Marksandspencer, 2024)
In the above figure 2.4, Marks & Spencer’s “Plan A” for reducing their carbon footprint has been demonstrated. Therefore, it can be said that the management of “Marks & Spencer” can successfully do employee engagement through actively involving their employees in this “plan A”, generate a positive sustainable approach among them and create a good organisational culture (Marksandspencer, 2024). Not only that, the employees of Tesco and Marks & Spencer can increase their communication with the customers regarding meaningful change in the organisation and motivate them to purchase from their brands. Therefore, focusing on environmental sustainability by the retail business organisations of Swansea not only attracts the eco-conscious customers but also motivates employees who take pride in promoting sustainable products. Positive customer feedback and improved reputation of their business organisation can motivate the employees to focus more on the sustainable service, improve their morale and employee loyalty. However, Castaldo et al. (2022) focused the charitable programs, community engagement and community investment for better employee engagement practices through donating resources, foods and money to the needy community and donating for child education.
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[bookmark: _Toc184251489]Figure 2.5: “Fight Hunger Create Change Campaign” by ASDA which benefited the employee engagement
(Source: ASDA, 2024)
In the 2.5 figure, “Fight Hunger Create Change Campaign” by ASDA has been demonstrated which benefited the employee engagement. This particular campaign by ASDA included food bank support, volunteering and direct donations which involved active participation of their employees and volunteering in this project (ASDA, 2024). The “Fight Hunger Create Change” campaign by ASDA demonstrates how CSR initiatives can involve employees in meaningful activities, such as food bank support and volunteering. Therefore, this campaign certainly enhances engagement, morale, and their purpose of working in this company. Initiatives like volunteering and recognition can definitely increase morale and also develop a sense of purpose as well as increase organizational loyalty.
Similarly, one of the biggest retail organizations in the UK, Waitrose launched “The Golden Jubilee Trust” which can be considered as a best example of employee engagement by adapting environmental and social sustainability (Waitrosememorystore, 2024). The management of Waitrose launched this program where their employees can take paid leave to work with charities of their choice. Through this campaign, Waitrose not only boosted employee morale, but also provided them with the opportunity to participate in reducing single-use plastics and supporting British farmers (Waitrosememorystore, 2024). This certainly increased employee satisfaction, their involvement in sustainable practices. Not only that, the motivation of the employees was raised by individual recognition in CSR contribution and support from the organisational leaders. Waitrose’s “The Golden Jubilee Trust” highlights the impact of employee-focused CSR programs, like paid charity leave. This can effectively increase satisfaction and motivation through personal recognition and sustainable practices. These campaigns improve employee engagement by involving staff in meaningful CSR activities. Also, these campaigns are beneficial for aligning their roles with personal values and societal impact. These initiatives can motivate employees to actively participate and contribute to the company’s sustainable goals.
[bookmark: _Toc184251435]2.3.2 Different CSR dimensions related to changes in employee engagement 
Employee engagement behaviours are related to various dimensions of the CSR activities of a particular firm. As per the opinion of Ramakumar and Priyadarshini (2021) employee engagement is majorly dependent upon three factors such as “say”, “stay” and “strive” where say indicates continuous saying positive factors about the firms, stay indicates willingness to stay in the firm and strive indicates willingness to increase productivity and creativity for betterment of the organisations. As per the opinion of Nyuur et al. (2022) various dimensions of CSR such as economic dimensions, legal dimensions, ethical dimensions and philanthropic dimensions can generate the pride, loyalty, sense of purpose and meaningful work among the employees. As supported by Hamid et al. (2020) these dimensions also provide skill development as well as learning opportunities to the employees. Therefore, it can be said that these dimensions associated with the CSR approach taken by retail firms are beneficial for employee engagement. 
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[bookmark: _Toc184251490]Figure 2.6: Various dimension of CSR activities which are beneficial for employee engagement
(Source: Sustainabilityadvantage, 2024)
In this figure 2.6, various dimensions of CSR activities which are beneficial for employee engagement have been demonstrated. Corporate governance, social, and environmental dimensions are the three dimensions related to CSR's impact on employee engagement. Corporate governance ensures ethical practices, transparency as well as fair treatment. This can develop trust and alignment among employees. Social dimensions mainly focus on fair wages, profit-sharing as well as community contributions. This can enhance employee morale, loyalty, and shared success. Environmental dimensions involve sustainable practices like reducing single-use plastics and supporting local suppliers which can be aligned with employees with the company’s eco-friendly values. By integrating these three dimensions, UK retail firms can develop proper CSR strategy. They can majorly focus that their employees can feel valued, motivated and engaged. It is required to contribute to the community and society, develop proper customer relationships, maintain environmental sustainability, maintain supplier relationships, corporate governance, employee relations and human rights by retail firms to engage their employees through CSR activities. According to Tang et al. (2021) in terms of economic dimensions, fair wages, profit sharing, and investment in local economies can be included. As supported by Szegedi et al. (2023) offering competitive wages as well as attractive bonuses generally reflects the company’s commitment to employee welfare. Through this, retail firms can boost loyalty and employee morale. Not only that, Marić et al. (2021) also focus on the benefits of the profit-sharing schemes which can effectively align employees’ efforts along with the company’s financial goals and this can develop a sense of shared success. 
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[bookmark: _Toc184251491]Figure 2.7: “John Lewis Partnership’s profit-sharing model” for engaging employees
(Source: Jlpmemorystore, 2024)
In figure 2.7, “John Lewis Partnership’s profit-sharing model” for engaging employees has been demonstrated. Through establishing this particular model, the management of John Lewis have included the employees into their decision-making boards, include their valuable suggestions, recognise their efforts and share their profit which motivates employees to increase their productivity and creativity (Jlpmemorystore, 2024). Moreover, as per the opinion of Nazir et al. (2021) collaborating with local suppliers or sponsoring community events can develop a sense of pride among the employees in working for a company that supports their local area as well as the employees can feel more connected to their organisation when they see their organisation is contributing to the community they belong to. In terms of ethical and legal dimensions of CSR strategies, labour laws, safety standards, employee-centric approach such as health and well-being, compliance with environmental as well as ethical trade regulations can be included. According to the statement of Sanusi and Johl (2022) various employee-centric CSR dimensions such as minimum wage laws, work-hour regulations, and workplace safety protocols, focusing on the health and safety of the employees and providing proper work-life balance not only increase employee satisfaction but also increase loyalty. Not only that Ali and Anwar (2021) also observed that employees can feel they are part of a morally responsible organization when their firm adapt various sustainable and ethical approach such as not including child labour in their logistics and procurement, ethically sourcing their raw materials, maintaining the environmental sustainability and reducing carbon footprint. For example, ASDA has majorly focused on employee well-being through ensuring regular workplace safety training and ensuring legal standards (ASDA, 2023). 
On the other hand, as per the argument made by Bernardino (2021) promoting diversity and inclusion through various corporate social responsibility and activities such as community engagement and donation can be considered as another major dimension for employee engagement. For example, employees of a particular company from different branches and belonging to different countries, backgrounds, cast, different languages can gather and be involved in a particular community engagement work such as providing food to the needy people or donating resources to the needy community. Through community engagement CSR activities, retail business organization can develop diversity and inclusion in their company where different employees from different backgrounds collaboratively engage in various CSR activities. As per the viewpoint of Hamid et al. (2020) community engagement dimension of CSR practice by a particular business organization is not only beneficial for employee engagement by bringing them to participate in the activity but also develops good organisational culture. As supported by Nazir et al. (2021) a good organisational culture in terms of having a purpose beyond profit can be spread among their employees through philanthropic dimensions of the CSR practice such as cancer research, environmental conservation, children education or supporting poor communities by food and shelter. For example, the employees of Primark can feel pride and connect to their company's “purpose beyond profit” approach as Primark develops partnership with UNICEF to support children’s education (Primark, 2022). Therefore, it can be summarised that, various above stated CSR dimensions can effectively contribute to the employee engagement in terms of increased employee loyalty, enhanced productivity of the employees and reduced turnover.  
[bookmark: _Toc184251436]2.3.3 Employee perceptions regarding CSR practices in the retail industry 
Employee perceptions of “Corporate Social Responsibility (CSR)” can be considered as an important factor for influencing employee engagement, motivation and loyalty to a particular business organisation. Currently, in Swansea, a wide range of employees are willing to join and work with those business organisations which are sustainable, participate in CSR activities actively and include sustainability practices in their day-to-day business operations. A recent survey revealed that around 66% UK employees or candidates are willing to join a sustainable company even after being offered a lower salary for better contribution in society, improve their personal reputation or image, align their personal values and morale and better employee satisfaction (Thestepstonegroup, 2023). Being a significant city in Wales, UK, the statistics presented for the UK can be associated with the retail firms in Swansea. Therefore, focusing on overall sustainability by the retail business organisations not only attracts the eco-conscious customers but also motivates employees who take pride in promoting sustainable products. As per the viewpoint of Hossen et al. (2020) those business organisations adapt the various CSR practices they can effectively develop a sense of pride as well as purpose among employees and can also motivate them to increase their productivity in organisation. 
Employees working in retail brands feel greater alignment between their personal values as well as their organisational objective. This can certainly increase employee satisfaction, their involvement in sustainable practices. Not only that, as per the analysis of Ali and Ali (2021) associating with local suppliers or investing community events by the business organisations can also develop a sense of pride among the employees in working for a company that supports their local area as well as the employees can feel more connected to their organisation when they see their organisation is contributing to the community they belong to. For example, one of the reputed retail chains in the UK, John Lewis, has earned employee trust through their various CSR initiatives such as community investment and environmental sustainability practices. Therefore, it can be understood that, getting motivated, generating a sense of pride, connected to the organisational value and linking their personal values and improving their morale and employee loyalty are the positive employee perceptions regarding the CSR activities adopted by a particular business organisation. This is not exceptional for the retail business organization in the United Kingdom. However, as per the argument made by Mu and Lee (2023) the employee perceptions can be negative due to several poor activities by their organisation such as greenwashing, cynicism due to superficial CSR activities and lack of transparency. Few retail business organisations, which are involved with the greenwashing or fake CSR activities have faced backlash even by their own employees as employees of those companies feel that CSR strategies are being used as a marketing tactic rather than a genuine effort. 
As per the opinion of Robertson et al. (2023) these fake CSR activities such as token environmental programs with little tangible impact and demonstrating superficial sustainable data can generate negative employee perceptions and negatively impact on the employee engagement. Rather involving or engaging with the company's objectives and goals, the concerned employees may leave the company due to unethical practices. Not only that, as per the statement of Bernardino (2021) the negative employee perception can also be developed by lack of clear communication regarding CSR goals and achievements of their organizations and this also can generate mistrust among the employees. Employees can doubt the authenticity of the initiatives such as lack of data available regarding the company’s sourcing even after the particular retail firm has already claimed that they source their raw materials ethically. In this case, the customers will also doubt the company and due to this the employees, who are concerned about their personal values and ethics may be concerned about their personal image and try to leave this company. For example, one of the reputed UK retail firms, Primark, face criticism and mistrust by their own employees regarding maintaining transparency in their supply chain (Fashionunited, 2022). Not only that, according to the viewpoint of Li et al. (2022) these companies fail to provide proper employee centric support, focus on their health and safety and develop proper working culture they can also contribute in developing negative employee perceptions. For example, the company, Sports Direct, has faced criticism for providing poor working conditions which clearly opposed their CSR claims and violation of their commitment (Bbc, 2024). This also developed negative perceptions among the employees and harmed their trust for the company and morale. 
[bookmark: _Toc184251437]2.3.4 Strategic recommendations for the implementation of CSR initiatives to promote employee engagement in the retail sector 
It is important to develop proper strategies for successfully implementing CSR initiatives to promote employee engagement in the retail sector. It can be understood from the previous theme that employee perceptions can be negative due to greenwashing or fake CSR activities and not maintaining transparency in the CSR activities by the retail business organisations. Therefore, as per the opinion of Tahir et al. (2020) it is important to maintain a transparency in the adapted CSR activities by the business organization to generate trust among the employees as well as it is required to stop the greenwashing or manipulating the CSR data or demonstrating data CSR activities. Few of the retail firms’ CSR strategies are being used as a marketing tactic rather than a genuine effort. Not only that, various retail business organisations may secure much more profit by not investing in the sustainable business operations and ignoring the overall sustainability. However, as per the contradiction of Kassinis et al. (2022) maintaining or shifting into the sustainable business model may consume a lot more financial resources and at the initial phase this can generate huge loss for the business especially for the small and medium sized business organisation. Moreover, when a company utilises sustainable and ethical practices, employees can feel that they are an integral component of an ethically considerable organisation.
On the other hand, as per the argument made by Oppong-Tawiah and Webster (2023) the small and medium sized business organisation can adapt the phased implementation of the CSR strategies based on their business growth but they can remain transparent among their employees which not only engage their employees but also satisfy them. This can be beneficial for generating morale among the employees and the employee turnover will certainly be decreased through this way. As per the viewpoint of Loor-Zambrano et al. (2021) it is necessary to develop a “two way communication” between employees and company leaders where the management can improve their CSR approach based on the feedback of the employees, include them into the decision-making board, and provide transparent updates on the progress. Through this, the retail companies can increase the value of their employees as well as that will be beneficial for employee engagement. As supported by Tahir et al. (2020) the management of the business organisations can include the employees for designing the CSR activities and listen to their valuable opinion regarding the CSR strategy that should be adapted by that particular company. They can also recognise the employees as well as provide attractive rewards to the employees who actively contribute to CSR initiatives and based on their talent. 
On the other hand, as per the opinion of Jeswani (2023) the company leaders can use advance technologies such as CSR mobile applications where employees can sign up for CSR activities, gamification method such as leaderboards or badges to encourage participation in CSR efforts as well as data analytics for assessing employee participation and improving CSR activities can be done. Not only that, it is necessary for providing proper training and development especially ethical training to the employees by which they can develop ethical values among themselves and can align the company’s objective with their personal objective. This can be one of the best employee engagement opportunities for retail brands in terms of training the employees for reducing environmental impact or supporting ethical supply chains and improving the overall service to the customers.
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[bookmark: _Toc184251492]Figure 2.8: Conceptual framework
(Source: Created by the researcher)
As identified from figure 2.8 above, the conceptual framework represents the individual connection between research variables and the main research topic. It has been noticed that main CSR activities implemented by the retail sector have helped in identifying different CSR dimensions associated with employee engagement. It further helped in evaluating the perceptions of employees towards CSR practices in retail organisations. Through this analysis, the hypothesis has been tested by through different CSR perceptions and initiatives. It helped in ensuring the impact or influence of these CSR initiatives mentioned in the framework on employee engagement. The theoretical application has also contributed to the analysis of this effective impact. 
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Hence, the research hypothesis of this study can be:
H0: CSR initiatives have no significant impact on employee engagement in the retail industry in Swansea.
H1: CSR initiatives have a strong and positive impact on employee engagement in the retail industry in Swansea.
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Few gaps exist in exploring the direct relationship between Corporate Social Responsibility (CSR) initiatives and employee engagement within the retail sector. Most of the current studies have explored the relationship between the effectiveness of the CSR activities and customer engagement, but there are limited studies where the direct relationship between CSR initiatives and employee engagement within the retail sector has been explored. For example, Dal Mas et al. (2024) and Wang et al. (2022) have explored the negative impact of carbon emission from the various business operations in retail firms of Swansea and the importance of adapting CSR strategies for more customer engagement. However, they ignored the role of the CSR activities in employee engagement and motivating employees which is analysed in this particular study. Not only that, there are a lack of studies available which specifically focus on the retail sector’s CSR initiatives and their role in employee engagement, which was also analysed in this particular research. For example, authors like Tang et al. (2021) and Szegedi et al. (2023) highlighted the role of employee-centric CSR activities undertaken by the companies and the strategies, there are no specific research has been done which is specifically of retail organisations;’ employee centric CSR initiatives for better employee engagement. 
[bookmark: _Toc184251441]2.7 Summary
Employee engagement behaviours are related to various dimensions of the CSR activities of a particular firm and this is not exceptional for UK retail firms. Various dimensions of CSR such as economic dimensions, legal dimensions, ethical dimensions and philanthropic dimensions can generate the pride, loyalty, sense of purpose and meaningful work among the employees. However, employee perceptions can be negative due to greenwashing or fake CSR activities and not maintaining transparency in the CSR activities by the retail business organisations. Therefore, it is necessary to maintain transparency in the adapted CSR activities by the business organization to generate trust among the employees. UK retail companies need to involve their employees in CSR activities to support the community and society, establish healthy relationships with customers, and maintain environmental sustainability. These firms also need to maintain relationships with their suppliers, and maintain significant employee relations, and human rights. 

[bookmark: _Toc184251442]Chapter 3: Methodology 
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Methodology is being conducted to choose appropriate research methods and strategies to execute the entire study. The selection or choice of these methods is done based on their relevance with the study topic or the research title. It is important to collect relevant and precise data regarding the research title. Hence, this chapter has a major contribution to choose effective data collection and analysis mechanisms. Along with this, the chapter also includes the selection of appropriate research participants to collect data. In addition, the collected data is also going to be analysed through the most effective data analysis mechanism according to this chapter. 
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A “positivism research philosophy” has been considered for this research. The selection of positivism helps in collecting evidence-based data only and it also includes research hypotheses (Mbanaso et al., 2023). This research philosophy helps in collecting data by focusing on the research aim. Hence, it has been possible to collect precise information based on the current CSR trends available in the retail industry. The use of statistical software along with quantitative analysis helps this mechanism to be simplified. The use of positivism includes data collection through surveys or interviews (Saliya, 2023). Here, this study has chosen the survey method for the inclusion of quantitative data. Therefore, choosing positivism has helped this research in collecting only quantitative information along with ensuring its effective analysis. 
A large dataset is used in this procedure to collect research-related data, which is further analysed by using relevant statistical tools. Hence, current trends in retail CSR initiatives have found their implications for an enhanced level of employee engagement. Positivism is also appropriate for this study as it conducted the entire data analysis by focusing on its objectives. Therefore, the strategic interconnection between CSR practices in retail organisations and employee engagement has been found from quantitative analysis. This interconnection further helped in identifying future recommendations of implementing CSR strategies to improve employee engagement and retention.          
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This research has selected the “deductive research approach” among various categories of research approaches. This research approach has analysed the research data by considering existing theories applied in this study (Haque, 2022). The theoretical framework of this research involves two theories, including “Psychological Contract theory” and “Social identity theory”. Hence, an appropriate and strong interconnection has been developed between CSR practices and these theoretical approaches. The effective link with these theories helped in finding the most appropriate suggestions, through which better CSR practices can be implemented to improve employee engagement. Existing research concepts are verified and modified with the help of this research approach by considering a quantitative methodology (Sardana et al., 2023). Therefore, existing theoretical frameworks have been verified through this research approach. It has helped in understanding the relationship between CSR and employee engagement. This research approach is interconnected with the “positivism research philosophy”. For this consideration, it has a significant dependence on quantitative data (Maksimovic and Evtimov, 2023). Hence, it has collected only personal experiences and insights from the sample population of this study belonging to UK retail businesses.            
[bookmark: _Toc184251446]3.4 Research design 
The "descriptive research design" has been chosen for this study from several different types of research designs. This research design has examined the research data by considering the theories that have already been used in this study. In addition, this research design also facilitates data collection by focusing on the research objectives and questions (Taherdoost, 2022). It also helped in collecting current information about CSR trends in the retail sector. In addition, it also collected data, which is related to the strategies implemented by this sector for an enhanced employee engagement. Hence, the “descriptive research design” has found significant correlations between employee engagement and CSR practices of Swansea retailers. It has identified current CSR practices adopted by the retail industry. These CSR practices include environmental sustainability and ethical labour practices. Hence, the effective information has helped this study in identifying further strategies to strengthen employee engagement through improved CSR practices.  
This research design depends on answering “how” and “why” questions (Karunarathna et al., 2024). Hence, the research questions regarding the process of implementing better CSR practices have been answered through this research design. In addition, more effective recommendations related to implementing CSR activities have also been suggested by this method. Moreover, the “descriptive research design” has also contributed to identifying CSR-related factors that influence employee engagement in retail companies. Broad perspectives of retail employees have only been collected from this method, which ensured the collection of relevant data only. Hence, research objectives have been addressed effectively and reliable findings have been obtained from this methodology.           
[bookmark: _Toc184251447]3.5 Target population
The target population of this study includes higher professionals involved in retail businesses in Swansea. Specifically, the target population belongs to the high-level retail personnel who are effectively involved in decision-making particularities within this industry. Wales’s seaside city of Swansea provides a varied retail industry. It has made a substantial contribution to employment in the area. Here, retail businesses actively participate in CSR programs that prioritise community involvement, environmental sustainability, and employee satisfaction. The combination of small and medium-sized retail businesses with interesting CSR practices justifies the study's population. Their potential insights also helped in identifying suitable suggestions for further improving CSR initiatives in order to increase employee engagement. The entire data collection procedure of this study is significantly dependent on the insights provided by the target population (Hossan et al., 2023). These instrumental perspectives of the target population effectively identified the opportunities for implementing CSR initiatives more significantly. It has also contributed to making this research generalised. The data collected from the population has been securely kept by maintaining the data protection regulations. It helped in ensuring reliability and validity of the research study by confirming trust of the chosen survey respondents.     
[bookmark: _Toc184251448]3.6 Sampling procedure and sample size
This research has implemented a “purposive sampling procedure” for an effective selection of the sample size (Noor et al., 2022). With the use of a "purposive sampling technique", 74 people have been selected. These 74 people have been selected from the target population based on their roles and responsibilities in the higher authorities of the retail sector. Convenience sampling involves selecting participants who are easily accessible as well as willing to participate. This is beneficial for a quick and cost-effective method for gathering data. In this study, employees from various levels in the retail industry from higher rank, were included to ensure diverse perspectives on employee retention and engagement. Hence, 74 is considered to be the sample size of this study, from whom effective research data has been collected. This sample size has been selected from the diverse group of target population, which belongs to different higher authority personnel within the retail sector. Their selection has been done based on various retail sectors in Swansea. It is more beneficial to consider those people as participants for analysing the present situation of employee retention. In addition, the confidential data of every participant has been securely kept.	
[bookmark: _Toc184251449]3.7 Research instrument
The primary research instrument required for this research is the structured survey questionnaire to collect responses from the chosen sample participants. The survey questionnaire includes some effective close-ended questions along with the implementation of a 5-point Likert scale (Tanujaya et al., 2022). Five options involved in the Likert scale are “strongly agree”, “agree”, “neutral”, “disagree” and “strongly disagree”. Hence, this research instrument has been responsible for the strategic measurement of survey respondents' insights regarding CSR initiatives along with their impacts on employee engagement. The survey questionnaire included 5 demographic questions along with 11 substantive questions [Refer to Appendix 2]. Demographic questions of the survey have been generated to collect significant background information about research participants, including their age, gender, educational qualification, organisational designation and working experience. In addition, substantive survey questions include information regarding existing CSR practices, their necessity, their impacts and employee engagement influenced by these CSR practices. 
Hence, the research instrument has been responsible for the effective assessment of the scope and nature of CSR practices implemented by retail organisations. The information related to these CSR initiatives includes sustainability efforts, community involvement and ethical practices. The use of this research instrument helps in identifying different employee engagement factors, including employee motivation, productivity, satisfaction and retention. It has further helped in testing the interconnection between employee engagement and CSR initiatives in retail businesses. The statistical analysis has also been encouraged through the instrument. This is because it helped in collecting and analysing quantitative or numeric data only (South et al., 2022). Hence, it has ensured the effective accessibility of the questionnaire to the research sample. The entire data collection procedure has become easier due to the significant utilisation of this methodology. Therefore, it can be said that this research instrument provided effective insights and perspectives collected from the research sample size. It has ensured the collection of only relevant data from the reliable survey participants selected from the population. 
[bookmark: _Toc184251450]3.8 Data collection 
This study has chosen positivism to collect and analyse precise and research-specific data only to make it a successful study. Two research strategies are available in this context, including primary and secondary. Among these strategies, the study utilised the “primary research strategy”. The study has implemented the process of collecting “primary quantitative data” (Rahman et al., 2022). It has been proven to be beneficial for this study for the inclusion of quantitative data only. A pilot test has been conducted by considering a small group of research participants. Through the small pilot test, ambiguities and inconsistencies involved in survey questions have been identified and rectified. In addition, intended concepts of the survey have effectively been represented through the content validity. It has provided a better understanding of CSR initiatives along with their impacts on employee engagement of retail businesses. A survey is the main quantitative technique, which is used to examine current and existing CSR trends within the retail industry. A questionnaire has been prepared as a research instrument. The main objective of this research instrument is to collect relevant information from the research participants (Sharma, 2022). The questionnaire has been developed by preparing 5 demographic questions and 11 research-related questions. It indicates the inclusion of a total of 16 survey questions in the survey questionnaire. 
The structured data collection method has helped in improving the understanding of CSR trends in the retail sector. Its overall impact on employee engagement has also been understood through the questionnaire. This study has implemented a primary strategy. Hence, the “primary quantitative method” of data collection has been considered in this research methodology. The implementation of this data collection process helps in ensuring the acquisition of relevant and precise information from the chosen research participants (Ganesha and Aithal, 2022). Therefore, effective insights and perceptions regarding CSR practices with their influence on employee engagement has been acquired through the collected survey data. With a significant prioritisation of primary data, this research has effectively minimised the dependence on pre-existing research data. It further helped the study in the significant exploration of updated and context-specific research findings associated with the aim of this study.  
The survey mechanism has been utilised in this study with an effectively designed structured questionnaire. It is considered to be the main research instrument of this survey mechanism (Fife-Schaw, 2020). This survey questionnaire has included 11 research-related questions along with 5 demographic questions. These topic-related survey questions have helped in addressing key research areas, including CSR practices, their effective implementation and perceived influence on employee engagement and retention. Additionally, the demographic questions have been collected to get essential background information about the chosen research participants. The background information collected from demographic questions includes effective data about their roles, geographic location and retail sector affiliation. This questionnaire has been distributed to 74 survey respondents, including different administrative departments in the retail sector. It has ensured diverse perspectives of people along with the enhancement of data representation (Elangovan and Sundaravel, 2021). Hence, the overall survey design has emphasised clarity, confidentiality of participants’ data and relevance of collected data. It additionally encouraged survey participants, through which honest and insightful responses have been provided to develop a suitable alignment with research objectives.     
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[bookmark: _Toc183886355]Table 3.1: Time frame of the research or Gantt chart
(Source: Created by the researcher)
As shown in table 3.1 above, the time frame of this entire dissertation has been represented. It has been noticed that the research is going to be completed and submitted by December, 2024. 
[bookmark: _Toc184251452]3.10 Data analysis
The survey has been conducted using a “Google form”, and the “SPSS software” has been used to analyse the results. The survey has been conducted through the effective utilisation of the “Google Form”. It is considered to be an accessible and user-friendly platform, through which efficient data has been collected from survey respondents (Jain, 2021). The use of this platform has generated convenience for respondents, for which their participation has become simplified. The simplified participation and convenience of respondents include the timely distribution of the questionnaire along with the seamless management of survey responses. The survey questionnaire has been distributed to the selective sample size of the study. It helped to collect data from them that is associated with the effects of CSR initiatives on employee engagement. 74 chosen participants have been provided with the structured questionnaire through an electronic method. After that, all respondents have provided their responses according to their perspectives. 
The collected data from the survey has been analysed statistically through the use of the “SPSS software”. This software has been chosen as it helps in managing large data sets and collecting generalised research data (Okagbue et al., 2021). Three statistical tests have been conducted in this study by using this statistical tool. These statistical tests include descriptive statistics, correlation analysis and regression tests. The descriptive statistics have described the characteristics of survey data. With the help of these statistical measures, it has analysed “mean”, “median” and “mode” values. These values are significant to measure the central tendencies of descriptive statistics (Jalolov, 2024). The average ratio of CSR practices in retail businesses and employee engagement has been obtained from the central tendencies. Therefore, it helped in identifying the interconnection between these factors to make this study purposeful.  
Along with descriptive statistics, correlation and multiple regression tests have also been conducted. The mutual interconnection among research variables is identified through the correlation analysis (Makowski et al., 2020). The Pearson correlation values have been derived through this statistical test. It identified the extent of mutual relationships among different research variables involved in this study. Hence, it helped in the effective determination of the strong correlation between sustainability with ethical practices and employee engagement. This statistical analysis has further helped in revealing the extent to which employee engagement is influenced by CSR initiatives in UK retail firms. However, the regression analysis helps in the effective identification of predictive relationships between the dependent and independent research variables (Montgomery et al., 2021). The regression test further helped in assessing the extent to which variations in employee engagement levels could be explained. It also efficiently addressed the most significant influence of CSR practices implemented by UK retailers on employee engagement within this industry.    
[bookmark: _Toc184251453]3.11 Description of research variables
This research includes a dependent variable along with different independent variables to obtain appropriate and relevant research findings. In this study, the dependent variable is employee engagement within the retail sector in Swansea. The independent variables of this study include main CSR initiatives, different CSR dimensions, employees’ perceptions towards CSR responsibilities and recommendations for implementing CSR initiatives. These independent variables have significantly contributed to analyse the impact of these CSR-related factors on employee engagement in the retail industry. 
[bookmark: _Toc184251454]3.12 Test for validity
The survey questionnaire has conducted a rigorous review to ensure validity of the survey. The test for validity includes expert evaluation along with pilot testing (Wardropper et al., 2021). The entire content of the survey has been assessed, through which research objectives have been aligned with the study relevance and clarity. The inclusion of validity evaluation helps in the accurate measurement of the influence of CSR practices on employee engagement in UK retail organisations. A pilot test has been conducted through research participants (Teresi et al., 2022). Through the small pilot test, ambiguities and inconsistencies involved in survey questions have been identified and rectified. In addition, intended concepts of the survey have effectively been represented through the content validity.     
[bookmark: _Toc184251455]3.13 Test for reliability
The survey questionnaire has been tested to ensure its reliability along with its consistency in this research. In order to ensure reliability, the Cronbach’s alpha value has been implemented, through which the internal consistency has been examined (Park, 2021). The reliability value has indicated the reliable measurement of effective underlying constructs associated with employee engagement and CSR activities in the retail sector. These measures ensured that only reproducible data has been produced through the survey instrument. It is significantly responsible for the enhancement of the overall reliability of research findings. 
[bookmark: _Toc184251456]3.14 Ethical issues
The research study has maintained strict ethical guidelines, through which the strategic protection of all participants' data has been ensured. Before the participation of survey participants, the informed consent has been obtained from them. It helped to ensure that the survey participants are completely aware of the research purpose and their participation can be withdrawn any time according to their choice. This study has also maintained confidentiality by anonymising the responses provided by survey participants and storing collected data. The survey also excluded sensitive or intrusive questions to focus only on relevant CSR aspects and employee engagement. In addition, the institutional review board has provided the ethical approval, through which the ethical compliance with research standards has been ensured.     
[bookmark: _Toc184251457]3.15 Summary
A “positivism research philosophy” and a “deductive research approach” have been estimated as the most effective research philosophy for this study. In addition, the significant correlations between employee engagement and CSR practices of UK retailers have been found from the “descriptive research design”. 74 people from various departments within the higher authority of the retail industry have been selected as survey respondents. This selection has been done through the use of the "purposive sampling technique". The study has implemented the process of collecting “primary quantitative data” through a well-structured survey method. A structured survey questionnaire has also been used as it is the main research instrument. The survey questionnaire included 5 demographic questions along with 11 substantive questions. A “statistical data analysis” method has been considered to analyse the collected data by using the “SPSS software”.   


[bookmark: _Toc184251458]Chapter 4: Findings and Data analysis 
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The data analysis chapter comes next to the research methodology, in which the collected data is being analysed through the chosen methods. A percentage analysis is being conducted and analysed and also the results are being interpreted to get relevant findings. The SPSS software is being used to analyse descriptive statistics, correlation and regression statistics in order to evaluate effective research findings and achieve research objectives. Figure 4.1 below represents the participation of all chosen participants for data collection. 
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[bookmark: _Toc184251493]Figure 4.1: Consent provided by survey respondents
(Source: Created by the researcher)
Figure 4.1 above states that a 100% consent from research participants has been obtained from the chosen survey participants. It indicates that the research has collected relevant and precise data from the chosen participants as all respondents have effectively participated in the data collection method.  
[bookmark: _Toc184251460]4.2 Pilot study results for research reliability and validity
[bookmark: _Toc184251461]4.2.1 Reliability analysis
A pilot study has been conducted to analyse the validity and reliability of the study, as well as the collected survey data. In order to conduct the pilot study, a small database has been created from the entire database of 74 survey respondents. The reliability analysis has been done by considering the entire population of 74 people. It has also ensured a 100% of response rate. The acquisition of this response rate has been possible by consistently approaching to these participants, so that they would not withdraw their responses. It helped in ensuring the 100% of response rate. This sample size of respondents has been utilized to conduct the pilot study and to obtain the value of “Cronbach’s alpha”. This value has helped in analysing the reliability and validity of the whole survey sample. Hence, the reliable dataset further helped in obtaining only appropriate and relevant findings.   
[image: ]
[bookmark: _Toc184251494]Figure 4.2.1: Results of the pilot study (Cronbach’s alpha)
(Source: Created by the researcher)
Figure 4.2.1 above shows that the Cronbach’s alpha value is 0.990. This value is greater than 0.9 and close to 1, which suggests a high internal consistency among survey variables along with a strong reliability. It indicates that the variables used to measure employee engagement and CSR factors are highly correlated. It ensures the scale’s reliability for the data analysis of the entire dataset, through which relevant outcomes can be obtained. 
[bookmark: _Toc184251462]4.2.2 Validity analysis
The KMO and Bartlett’s test of sphericity has been conducted in order to get the validity value of the dataset as follows:
 [image: ]
[bookmark: _Toc184251495]Figure 4.2.2: Results of the pilot study (KMO and Bartlett’s test)
(Source: Created by the researcher)
Figure 4.2.2 above shows that the chi-square value is 100.481. A significant relationship between the variables is suggested by the value, which shows a significant deviation between the observed and expected data. This high number usually indicates that the study's null hypothesis can be disproved. It further indicates the significance of the survey dataset, through which effective findings can be obtained. 
[bookmark: _Toc184251463]4.3 Survey data analysis  
[bookmark: _Toc184251464]4.3.1 Results obtained from the survey (Descriptive Analysis)
Demographic Questions
4.3.1.1 What is your age?
[image: Forms response chart. Question title: What is your age?. Number of responses: 74 responses.]
[bookmark: _Toc184251496]Figure 4.3: Demographic question about age
(Source: Created by the researcher)
Figure 4.3 above shows that about 77% of responses have been obtained from the people between 25 and 35 years of age group. It indicates that most of the young people or young employees involved in the retail sector are concerned or aware of the implementation of CSR initiatives. 
4.3.1.2 What is your gender?
[image: Forms response chart. Question title: What is your gender?. Number of responses: 74 responses.]
[bookmark: _Toc184251497]Figure 4.4: Demographic question about gender
(Source: Created by the researcher)
Figure 4.4 above shows that about 54.1% of responses have been obtained from male participants, whereas, 45.9% of responses have been obtained from female participants. It indicates that most of the male personnel involved in the retail industry have participated in the survey.  
4.3.1.3 State about your educational qualification.
[image: ]
[bookmark: _Toc184251498]Figure 4.5: Demographic question about educational qualification
(Source: Created by the researcher)
Figure 4.5 above shows that about 40.5% of respondents have completed Bachelor’s degree and 43.2% of respondents have completed the Master’s degree qualification. These percentages indicate that highly educated people have responded to the survey. These educated people provided relevant insights regarding the necessity of implementing CSR initiatives. 
4.3.1.4 What is your designation in your organisation?
[image: ]
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[bookmark: _Toc184251499]Figure 4.6: Demographic question about organisational designation
(Source: Created by the researcher)
Figure 4.6 above shows that about 20.3% of respondents have the designation of supervisor and 12.2% of respondents have the designation of operation manager. However, other survey respondents have other effective organisational positions. These are senior level manager, marketing manager, business development manager, HR manager, CSR and sustainability manager, training and development manager and many others. Collecting data from a wide range of people belonging from different organisational designations indicates diverse perspectives for effective research findings.  
4.3.1.5 How many years of working experience do you have?
[image: ]
[bookmark: _Toc184251500]Figure 4.7: Demographic question about working experience
(Source: Created by the researcher)
Figure 4.7 above shows that about 47.4% of responses have been collected from the people who have 1 to 5 years of working experience in retail organisations. Hence, collecting precise data about the retail context from these respondents has been possible. 
Research findings based on research objectives
RO1: “To evaluate the main corporate social responsibility or CSR that affect employee engagement in the retail sector” 
In order to get suitable findings associated with the objective, following survey questions have been addressed: 
	Questions
	Description 
	Focus

	Question 6
	Awareness and engagement of employees with organisational CSR initiatives
	Enhanced employee awareness about CSR initiatives 

	Question 7
	Positive influence of CSR activities on employee morale
	Positive interconnection between CSR initiatives and employee morale

	Question 8
	Contributions of CSR initiatives to higher job satisfaction
	Higher employee satisfaction through CSR practices


[bookmark: _Toc183886356]Table 4.1: Description and focus of the survey questions related to the first research objective
(Source: Created by the researcher)
4.3.1.6 Do you believe employees in your organisation are aware of and engaged with your CSR initiatives?
[image: ]
[bookmark: _Toc184251501]Figure 4.8: Awareness and engagement of employees regarding CSR initiatives within organisations
(Source: Created by the researcher)
Figure 4.8 above shows that 32.4% of people strongly agreed and 45.9% of people agreed that employees in their organisation are aware of and engaged with your CSR initiatives. It shows that a high-level of employee awareness and engagement exists in retail organisations associated with CSR initiatives. It suggests that most of the retail employees recognise and participate in CSR programs and initiatives implemented by their organisations. It further demonstrates the significance of understanding the implementing strategies of CSR. Mean, median and mode values found for this variable are 1.95, 2 and 2 respectively [Refer to Appendix 3]. These values suggest the agreement of people towards CSR-related awareness, which facilitates the importance of CSR and further drives employee engagement.   
4.3.1.7 Do you think your organisation's CSR activities positively influence employee morale?
[image: ]
[bookmark: _Toc184251502]Figure 4.9: The positive influence of CSR activities on employee morale
(Source: Created by the researcher)
Figure 4.9 above shows that 29.7% of people strongly agreed and 55.4% of people agreed that CSR activities in their organisations positively influence employee morale. It highlights a strong employee perception towards the significance enhancement of employee morale through CSR activities. It suggests that CSR cannot only be recognised as a corporate obligation, but it is also considered to be a strong motivator for employees. This is because it develops a positive mental and emotional interconnection with organisational employees. Mean, median and mode values found for this variable are 1.88, 2 and 2 respectively [Refer to Appendix 3]. A strong consensus among research participants has been identified through these values, which indicates a positive influence of CSR. 
4.3.1.8 Do you feel that your CSR initiatives contribute to higher job satisfaction among employees?
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[bookmark: _Toc184251503]Figure 4.10: Contributions of CSR initiatives to higher job satisfaction among employees
(Source: Created by the researcher)
Figure 4.10 above shows that 21.6% of people strongly agreed and 55.4% of people agreed that CSR initiatives can significantly contribute to higher job satisfaction among employees. However, the obtained percentages also highlight that CSR is strongly correlated with a higher job satisfaction level despite the existence of other effective factors. Mean, median and mode values found for this variable are 2.05, 2 and 2 respectively [Refer to Appendix 3]. The central tendencies suggest that higher job satisfaction can only be gained when CSR activities are implemented efficiently in retail businesses. 
It can be said from the findings that retail organisations need to continue its prioritisation towards CSR initiatives. The inclusion of transparent and inclusive CSR practices can directly enhance employee satisfaction and engagement.  
RO2: “To determine the different dimensions of the CSR on the changes in employee engagement” 
In order to get suitable findings associated with the objective, following survey questions have been addressed:
	Questions
	Description 
	Focus

	Question 9
	Participating in CSR initiatives for an improved employee engagement 
	A significant participation in CSR activities to increase employee engagement 

	Question 10
	Employee motivation through their participation in CSR activities
	Increased employee motivation to improve the organisational engagement of employees

	Question 11
	Emerging organisational challenges of skill limitation
	Skill limitation challenge towards CSR practices

	Question 12
	Negative effects of CSR challenges on employee engagement
	Disruption of employee engagement for negative effects of CSR 


[bookmark: _Toc183886357]Table 4.2: Description and focus of the survey questions related to the second research objective
(Source: Created by the researcher)
4.3.1.9 Do you agree that participating in CSR improves engagement among the employees?
[image: ]
[bookmark: _Toc184251504]Figure 4.11: Improvement of employee engagement through participating in CSR initiatives
(Source: Created by the researcher)
Figure 4.11 above shows that 28.4% of people strongly agreed and 59.5% of people agreed that participating in CSR can significantly improve employee engagement. It further suggests that employees feel more involved and connected in their organisations when CSR practices are significantly integrated. Mean, median and mode values found for this variable are 1.93, 2 and 2 respectively [Refer to Appendix 3]. The central tendencies show a consistent support for the active participation of employees in CSR activities to ensure an improved employee engagement. 
4.3.1.10 Does participation in CSR activities motivate employees to be more engaged in their roles?
[image: ]
[bookmark: _Toc184251505]Figure 4.12: Employee motivation through their participation in CSR activities to get more employee engagement 
(Source: Created by the researcher)
Figure 4.12 above shows that 31.1% of people strongly agreed and 55.4% of people agreed that employees become motivated to be engaged in their roles through their participation in CSR activities. It also suggests that a sense of organisational fulfilment is provided through CSR initiatives. It further helps in driving employee motivation and employee engagement. Mean, median and mode values found for this variable are 1.86, 2 and 2 respectively [Refer to Appendix 3]. The descriptive statistics values are close to the option of “strongly agree”, which states that motivation through CSR can be a significant and influential factor to enhance employee engagement. 
4.3.1.11 Do you agree that adapting CSR on an organisational level may face challenges of skill limitation?
[image: ]
[bookmark: _Toc184251506]Figure 4.13: Organisational challenges of skill limitation for adapting CSR on organisational level
(Source: Created by the researcher)
Figure 4.13 above shows that 27% of people strongly agreed and 55.4% of people agreed that adapting CSR practices on an organisational level can encounter challenges of skill limitation. It suggests that retail organisations need to address this challenge by focusing on employee training and upskilling. Mean, median and mode values found for this variable are 2.07, 2 and 2 respectively [Refer to Appendix 3]. These descriptive statistics values indicate a significant severity of challenge associated with the skills of employees.  
4.3.1.12 Does challenges of CSR actively affect employee engagement in the retail industry?
[image: ]
[bookmark: _Toc184251507]Figure 4.14: The negative effects of CSR challenges on employee engagement in the retail industry
(Source: Created by the researcher)
Figure 4.14 above shows that 21.6% of people strongly agreed and 43.2% of people agreed that challenges of CSR can actively affect employee engagement in the retail industry. These results show a significant concern regarding this factor. Hence, it suggests that there is a major importance of addressing the negative effects of CSR-related challenges to sustain employee engagement. Mean, median and mode values found for this variable are 2.20, 2 and 2 respectively [Refer to Appendix 3]. The values indicate that the severity of these challenges effectively depend on distinct contexts of retail organisations.  
The findings suggest that businesses need to develop an organisational culture, which encourages employees to participate in CSR efforts. Addressing the skill limitation challenges can effectively help in enhancing employee engagement within the retail sector. 
RO3: “To access the perception of the employee of the corporate social responsibilities of CSR in the retail industries” 
In order to get suitable findings associated with the objective, following survey questions have been addressed:
	Questions
	Description 
	Focus

	Question 13
	Improved employee enthusiasm for the organisational commitment to CSR
	Ensuring more enthusiasm in employees through CSR initiatives for more employee engagement 

	Question 14
	Improved employee productivity and active engagement
	Ensuring active employee engagement through the recognition of employees’ performance and initiatives 


[bookmark: _Toc183886358]Table 4.3: Description and focus of the survey questions related to the third research objective
(Source: Created by the researcher)
4.3.1.13 Do employees show greater enthusiasm for their work due to the organisation’s commitment to CSR?
[image: ]
[bookmark: _Toc184251508]Figure 4.15: Greater enthusiasm of employees for their work due to the organisational commitment to CSR
(Source: Created by the researcher)
Figure 4.15 above shows that 21.6% of people strongly agreed and 55.4% of people agreed that employees show greater enthusiasm for their work when the organisation becomes committed to CSR initiatives. The findings highlight that employees value those organisations that commit to socially and environmentally responsible practices. It further influences their motivational and emotional connection with organisational operations. Mean, median and mode values found for this variable are 2.09, 2 and 2 respectively [Refer to Appendix 3]. The values show that employees’ enthusiasm level enhances only when the organisations become successful in making significant commitment to CSR initiatives. 
4.3.1.14 Does recognising employees for their CSR participation improves their productivity and active engagement?
[image: ]
[bookmark: _Toc184251509]Figure 4.16: Improvement of employee productivity and active engagement through the recognition of CSR participation
(Source: Created by the researcher)
Figure 4.16 above shows that 21.6% of people strongly agreed and 54.1% of people agreed that recognising employees for their CSR participation can improve their productivity and active engagement. It suggests that employees feel valued when their organisations recognise their efforts, particularly in CSR initiatives. This is because it significantly helps in enhancing employee morale and employee performance. Mean, median and mode values found for this variable are 2.14, 2 and 2 respectively [Refer to Appendix 3]. 
These findings suggest that retail organisations need to prioritise the recognition of employee efforts in CSR. This is because it strengthens organisational commitment to social responsibilities, through which employee engagement is enhanced. 
RO4: “To develop strategic recommendations to implement CSR strategies for the increment of employee engagement in the retail sector”
In order to get suitable findings associated with the objective, following survey questions have been addressed:
	Questions
	Description 
	Focus

	Question 15
	Implementing technological solutions to CSR initiatives
	Enhancement of employee engagement through the implementation of technological solutions

	Question 16
	Implementing training and skill development programmes
	Encouraging employees towards participating in CSR initiatives through the implementation of training and skill development programs 


[bookmark: _Toc183886359]Table 4.4: Description and focus of the survey questions related to the fourth research objective
(Source: Created by the researcher)
4.3.1.15 Do you agree that involving technological solutions to CSR improves employee engagement in the company?
[image: ]
[bookmark: _Toc184251510]Figure 4.17: Improvement of employee engagement by involving technological solutions to CSR initiatives 
(Source: Created by the researcher)
Figure 4.17 above shows that 25.7% of people strongly agreed and 50% of people agreed that including technological solutions to CSR can improve employee engagement in the company. Hence, the integration of technology with CSR efforts can facilitate more effective employee engagement. In this context, it is highly required to track the potential impact of this technological integration and implementing digital platforms. Mean, median and mode values found for this variable are 2.07, 2 and 2 respectively [Refer to Appendix 3]. The values emphasise the necessity of implementing technological tools and digital platforms to streamline CSR initiatives. It can improve the involvement of employees along with a strategic employee engagement.  
4.3.1.16 Do you agree that training and skill development programmes are important for employees to encourage their participation and morale for CSR Implementation in retail organisations?
[image: ]
[bookmark: _Toc184251511]Figure 4.18: Importance of training and skill development programmes to encourage employee participation and morale for CSR implementation
(Source: Created by the researcher)
Figure 4.18 above shows that 32.4% people strongly agreed and 50% of people agreed that training and skill development programmes are important for employees to encourage their participation and morale for CSR Implementation. It suggests that retailers need to significantly invest in training and skill development programs. It would help employees in being skilled and equipped with CSR-related knowledge, through which their overall productivity can be improved. Mean, median and mode values found for this variable are 1.93, 2 and 2 respectively [Refer to Appendix 3]. The values strongly emphasise on the significance of implementing training and skill development initiatives. 
The research findings indicate that technological solutions along with training and development programs need to be implemented to address CSR challenges. It can equip employees with necessary and effective skills, through which employee engagement can be enhanced. 
[bookmark: _Toc184251465]4.3.2 Correlation analysis
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[bookmark: _Toc184251512]Figure 4.19: Correlation analysis
(Source: Created by the researcher)
Figure 4.19 above shows that various CSR-related factors are statistically and significantly correlated with each other. Most correlations are considered to be positive, which states that if one variable increases, other variables also tend to increase. It has been noticed that employee motivation through CSR, greater employee enthusiasm and higher employee satisfaction are highly correlated with the awareness of CSR initiatives. This correlation has been confirmed due to the correlation values ranging from 0.871 to 0.957. In addition, recognising employees and implementing technological solutions have also shown high correlations with employee morale and engagement. It suggests that employee engagement can positively be influenced through the implementation of technological training initiatives and the improvement of CSR awareness and recognition.     
[bookmark: _Toc184251466]4.3.5 Regression analysis
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[bookmark: _Toc184251513]Figure 4.20: Regression analysis
(Source: Created by the researcher)
Figure 4.20 above shows that the R-squared value is 0.955. It shows a 95.5% of variation in employee variation, which has been explained by independent variables of this study. The regression values also suggest that key predictors of employee motivation are necessary employee training, participation of employees in CSR initiatives and employee recognition. 
[bookmark: _Toc184251467]4.4 Hypothesis analysis
The coefficient analysis states that employee morale, higher job satisfaction and participating in CSR initiatives have gained 0.000, 0.013 and 0.001 as the significance values [Refer to figure 4.20 above]. These values are less than 0.05, which suggest that job satisfaction among employees can be improved when organisations commit to CSR goals. Moreover, a more effective participation in CSR initiatives can make employees more engaged within organisational particularities.  Hence, the null hypothesis (H0) can be rejected and H1 can be accepted. Therefore, it can be said that CSR initiatives have a strong and positive impact on employee engagement in the retail industry.   
[bookmark: _Toc184251468]4.5 summary
Retail businesses need to maintain and prioritise CSR initiatives. Employee engagement and satisfaction can be directly increased by implementing inclusive and transparent CSR practices. Improving employee engagement in the retail industry can be achieved by addressing the issues of skill limitation. In order to address CSR challenges, training and development initiatives need to be integrated through technological solutions. It can equip employees with the useful skills they need, which can increase employee engagement.  

[bookmark: _Toc184251469]Chapter 5: Discussion, Conclusions and Recommendations 
[bookmark: _Toc184251470]5.1 Introduction
The discussion chapter includes three distinct sections, including the discussion of findings, research conclusions and recommendations. Research conclusions involve the accomplishment of research objectives effectively along with the representation of research limitations and the future research scope. Lastly, some effective recommendations are also included, through which a further research betterment can be ensured. 
[bookmark: _Toc184251471]5.2 Discussion 
Key CSR initiatives that impact employee engagement in the retail industry 
It has been noticed that it is critical that UK retail business organisations need to respond to the sustainability of the economy, environment, and society. In this section, the viewpoint of Wang et al. (2022) states that employees at UK retail brands feel more valued with their personal ethics and the goals of the company. Employees at UK retail brands feel more valued with their personal ethics and the goals of the company. 
However, it has been noticed from the survey findings that a high-level of employee awareness and engagement exists in retail organisations associated with CSR initiatives. It suggests that most of the retail employees recognise and participate in CSR programs and initiatives implemented by their organisations. Additionally, the regression analysis states that job satisfaction among employees can be improved when organisations commit to CSR goals. Moreover, a more effective participation in CSR initiatives can make employees more engaged within organisational particularities.
The findings have also been supported by Chandra et al. (2023) that CSR initiatives can provide a feeling of purpose and pride to employees. Additionally, it can inspire them to improve their organisational productivity. The leaders of business organisations can add value for their employees by modifying their CSR strategies. It can be regarded as a beneficial opportunity for employee engagement. 
Therefore, it can be said that retail businesses need to continue the prioritisation of CSR initiatives. Employee engagement and satisfaction can be significantly enhanced by implementing inclusive and transparent CSR practices. 
Various CSR aspects associated with changes in employee engagement
As noticed from the findings, employee pride, loyalty, a sense of purpose, and meaningful work can be generated by several kinds of CSR dimensions. In this section, the viewpoint of Onkila and Sarna (2022) states that these CSR dimensions for employees include economic, legal, ethical, and philanthropic aspects. However, it has been noticed from the survey findings that employee engagement can be significantly increased through participating in CSR. It also indicates that when CSR practices are strongly incorporated, employees feel more connected and involved in their companies. Additionally, the correlation analysis states that awareness of CSR initiatives is strongly associated with increased employee enthusiasm, higher employee satisfaction, and employee motivation through CSR. 
The findings have also been supported by Hahn et al. (2024) that a company's commitment to employee welfare is demonstrated by its provision of competitive wages and attractive incentives. Retail businesses in the UK can increase employee morale and loyalty in this way. The survey findings or statistical analysis also claims that CSR is recognised as a strong employee motivator along with being acknowledged as an organisational responsibility. This is because it increases a favourable mental and emotional bond with the employees of the organisation. 
Therefore, it can be said that retail companies need to establish an organisational culture that motivates staff members to participate in CSR initiatives. Improving employee engagement in the retail industry can be achieved by addressing the issues of skill limitation. 
Perspectives of employees on CSR initiatives in the retail sector 
Businesses that adopt different CSR practices can successfully promote a sense of pride and purpose in their workforce. In this section, the viewpoint of Castaldo et al. (2022) states that it can inspire them to improve employee engagement as well as productivity. However, it has been noticed from the survey findings that employee engagement and productivity can be increased by appreciating them for their CSR efforts. It indicates that when their organisations acknowledge their efforts, especially in CSR initiatives, employees feel appreciated.
The findings have also been supported by Rathore et al. (2023) that "Social identity theory" claims that people derive their sense of confidence from their involvement in their social groups. Therefore, the strategic use of the "Social identity theory" has helped in determining the significant influence of CSR initiatives on employee engagement in retail companies. In addition, Rooi et al. (2023) opined that the "Psychological Contract Theory" develops a sense of cooperation and commitment between employees and administrators in higher positions. This theory helps in analysing how CSR initiatives affect employee behaviours and perceptions in the context of CSR and employee engagement in the UK retail sector. It can successfully create an interaction between employees' expectations and personal values, which helps them in responding to sustainable practices. 
Therefore, it can be said that retail companies should recognise CSR efforts of employees as  a top priority. This is because it increases employee engagement by enhancing organisational commitment to social responsibilities.
Effective suggestions for the adoption of CSR initiatives to promote employee engagement in the retail sector 
As observed from the entire study that it is essential for providing employees the appropriate kind of training and development, particularly ethical training. In this section, the viewpoint of Low and Spong (2022) states that they can effectively help in connecting the company's objective with their own goals and develop ethical values among themselves through these strategies. However, it has been noticed from the survey findings that technology integration with CSR initiatives can help to improve employee engagement. Monitoring the effects of this technological integration and the implementation of digital platforms are essential in this context.
Additionally, the correlation analysis states that employee engagement and morale are strongly correlated with employee recognition and the use of technology. It suggests implementing technological training programs and raising CSR awareness and recognition can have a positive impact on employee engagement. The findings have also been supported by Johnston and Samanta (2024) that in order to improve their CSR approach based on employee feedback, company leaders and employees need to create "two-way communication". By accomplishing this, retail businesses in Swansea can increase the value of their employees, which can improve employee engagement. 
Therefore, it can be said that addressing CSR issues requires the implementation of training and development initiatives along with technological solutions. Through the provision of essential and useful skills, it can improve employee engagement. 
[bookmark: _Toc184251472]5.3 Research conclusion 
The research study has aimed to analyse the influence of “Corporate Social Responsibility” or CSR practices on employee engagement in the retail industry. Hence, in order to conduct the research, this study has considered a “primary quantitative” or survey methodology for effective data collection. The collected data, therefore, has been analysed through a statistical method by using the SPSS software. The survey has been interpreted through the values obtained from descriptive statistics, correlation analysis and regression analysis. Hence, it can be concluded from the entire research findings that retail companies need to continue making corporate social responsibility (CSR) initiatives a priority. By adopting inclusive and open CSR practices, employee satisfaction and engagement can be significantly increased. 
Retail businesses, therefore, need to create a culture within their organisation that encourages employees to take part more enthusiastically in CSR projects. The challenges of skill limitation can be resolved to increase employee engagement in the retail sector. In this context, it can be said that the retail business sector needs to prioritise their employees' CSR initiatives. As it strengthens the organisational commitment to social responsibilities, it increases employee engagement. As a result, along with technology solutions, training and development programs need to be implemented in order to address CSR issues. Through a significant provision of practical and necessary skills, it can improve employee engagement. 
[bookmark: _Toc184251473]5.4 Linking with objectives 
RO1: “To evaluate the main corporate social responsibility or CSR that affect employee engagement in the retail sector” 
It is essential that UK retail business organisations respond to the sustainability of the economy, environment, and society. Because of their personal ethics and the company's objectives, employees at UK retail brands feel more appreciated. On the other hand, according to the survey results, retail companies that participate in CSR initiatives have an elevated level of employee awareness and engagement. The majority of retail workers are seen to be aware of and involved in the CSR initiatives and programs that their companies have implemented. The results have also been supported by the fact that CSR programs motivate staff members to enhance organisational productivity.
RO2: “To determine the different dimensions of the CSR on the changes in employee engagement”
Various CSR dimensions can produce employee enthusiasm, loyalty, a sense of purpose, and meaningful work. These CSR dimensions for employees include philanthropic, ethical, legal, and economic elements. However, it has been observed from the survey results that taking part in CSR can significantly increase employee engagement. Additionally, it shows that when CSR practices are heavily integrated, workers feel more engaged and connected to their organisations. CSR is recognised as an organisational responsibility and an effective employee motivator, according to the findings. These findings are also supported by the body of existing literature. This is because it strengthens a positive emotional and mental connection with organisational employees.  
RO3: “To access the perception of the employee of the corporate social responsibilities of CSR in the retail industries” 
It has been identified from the study that implement various CSR strategies can effectively promote a feeling of pride and purpose among their employees. However, the results of the survey indicate that rewarding employees for their CSR efforts can increase their productivity and level of engagement. It suggests that employees feel valued when their organisations recognise their efforts, particularly in CSR initiatives. As a result, the "Social identity theory" has been strategically applied to determine the substantial impact of corporate social responsibility (CSR) initiatives on employee engagement in retail organisations. However, the "Psychological Contract Theory" promotes a sense of dedication and collaboration between employees and higher-ranking administrators. This theory helps in analysing how CSR initiatives affect employee behaviours and perceptions in the context of CSR and employee engagement in the retail sector.
RO4: “To develop strategic recommendations to implement CSR strategies for the increment of employee engagement in the retail sector”
Providing employees the appropriate kind of training and development, specifically ethical training is important. Employee engagement can be enhanced by integrating technology with CSR initiatives, according to survey results. It is necessary to maintain the consequences of this technological integration and the implementation of digital platforms in this particular context. Employee recognition and technology use are also highly connected with employee engagement and morale, according to the correlation analysis. It indicates that increasing CSR recognition and awareness as well as implementing technology training programs can improve employee engagement. Retail companies in Swansea can improve employee engagement by adding values to their workforce by implementing this strategy.
[bookmark: _Toc184251474]5.5 Limitations of the research
The most significant limitation of this research is its sample size of 74 people, which is less than 100. It indicates a probability of including biased responses for the small sample size. It can, therefore, further lead to biased research outcomes, for which the research cannot be successfully accomplished. In addition, this study included the topic of analysing impacts of CSR on employee engagement in retail businesses. However, the existing research has mainly focused on its positive influences along with retail employees’ perceptions regarding CSR. Hence, the negative aspects of CSR associated with its implementation procedure have been unexplored. Additionally, the study provides useful information about the CSR programs that Swansea's retail industry has established in place. Swansea is a city in Wales, so the study's conclusions cannot be applied to the whole UK industry. It can be regarded as a possible limitation of this research. 
[bookmark: _Toc184251475]5.6 Future scope of the research
In order to reduce the identified research limitations, this research can have a potential scope of using an interview method instead of a survey methodology. The inclusion of an interview procedure would help in selecting retail employees from particular departments, for which more precise data can be collected. In addition, another effective future scope of this research can be the enhancement of the sample size, which needs to be greater than 100 to get effective results. 
[bookmark: _Toc184251476]5.7 Recommendations 
Recommendation 1: Employee engagement in the retail sector of Swansea can be enhanced through an effective integration of employee-driven CSR projects and initiatives. Retailers need to establish committees, in which employees would propose social and environmental causes for support (Orazalin et al., 2024). It has also been identified from research findings that rewarding employees for their CSR initiatives can improve their level of engagement and productivity. It suggests that when their organisations acknowledge their efforts, especially in CSR initiatives, employees feel appreciated. Therefore, integrating employee-driven CSR activities can effectively help in developing a strategic alignment between organisational CSR responsibilities and employees’ values. Some of these employee-driven CSR projects can include sustainability programs and local charity partnerships. This approach can empower retail employees effectively. Therefore, it can further contribute to developing a strong connection between the work of employees and their societal impact. It would lead to a significant enhancement of employee morale and loyalty for an enhancement of employee engagement.       
Recommendation 2: Retailers can arrange and incorporate training and skill development programs for their employees. The implementation of sustainability workshops and public awareness programs can significantly increase working abilities of employees (Al-Alawneh et al., 2024). The research findings show that to address CSR issues, training and development initiatives as well as technology solutions need to be practiced. It could provide employees the useful skills they need, which will increase employee engagement. Therefore, it can be said from research results that through these workshops and training seminars, organisational leaders and managers also can understand the importance of recognising and rewarding employees. It would further help in recognising the positive contributions of CSR to organisational progression, for which employees’ efforts need to be considered. These training programs can also connect personal and professional development opportunities of employees (Rivaldo and Nabella, 2023). Therefore, implementing this strategy can significantly contribute to increasing employee engagement within retail businesses.   
[bookmark: _Toc184251477]5.8 Summary  
It can be summarised from the entire chapter that CSR is recognised as an organisational responsibility and an effective employee motivator, according to the findings. The majority of retail workers in Swansea are aware of and involved in the CSR initiatives and programs that their companies have implemented. Hence, increasing CSR recognition and awareness as well as implementing technology training programs can improve employee engagement.
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(this box should expand as you type)

	
	Proposed data collection methods (maximum 600 words)


	7
	The research method is mainly by which the proper and exact data related to the topic of a study have been collected to increase the knowledge and the level of understanding. Between the primary and secondary research strategies, the primary research strategy will be applied in the study. The quantitative data collection process will been considered in the study for a better understanding of the current situation of the retail Industry in the UK after implementing the strategies of CSR for enhancing employee engagement (Wallwey and Kajfez, 2023). Also, the descriptive research design with a detective approach will be considered with the positivism research philosophy for maintaining the empirical observation and proceed the research systemically. With the help of the Purposive sampling method, the samples will be collected, and also some related hypotheses will be introduced to establish the method as per the requirement. A survey will be done to conduct the primary quantitative method for analysing the effectiveness of CSR on the Retail Industry in Swansea. The questionnaire will consist of demographic questions and topic-related questions to achieve the objectives in every perspective. The Google form will be used for the survey and the collected survey results will be analysed with the help of SPSS software technology. Using Purposive sampling method process 74 people from different areas from the higher authority of the Retail Industry based on various retail sectors will be selected as the participants of the survey. Mostly, the managers, CEO, managing directors, the inventory control specialists are the participants in the survey. All data will be stored into University drive with password. No participant data will be published in the thesis. 



SECTION D: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☒
	☐

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☒

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	



If you have ticked NO to every question then the research activity is (ethically) low risk and you may skip section E and continue to section F.

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION E: Intended Participants
	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☒

	
	Details of any other participant groups:

(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	Not less than 74 people from different areas from the higher authority of the Retail Industry based on various UK retail sectors will be selected as the participants of the survey. 


(this box should expand as you type)

	11
	Who will the participants be?

	
Mostly, Employees, managers and people working under managers will be the participants in the survey.


(this box should expand as you type)

	12
	How will you identify the participants?
	

The participants will be identified using purposive sampling method. 
(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☒
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☒

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☐
	☐
	☒

	22
	If NO to any of above questions, please give an explanation 

	
	You should be able to tick YES for all of these questions. If not, then explain why not in this box.

(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	28
	If YES to any question, please provide full details 

	
	You should be able to tick NO for most of these questions. For any cases that you have ticked YES then provide details in this box. If you are using cameras/voice recorders to record interviews then please state that in this box.

(this box should expand as you type)



SECTION F: Anticipated Risks

	
	[bookmark: _Toc183638948][bookmark: _Toc183886304][bookmark: _Toc184251481]
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them.  

	1
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information. If you have identified in section D that there are no participants then enter N/A and go skip to question 3.

	
	Risk to participants:
There is a risk of the participants being non-identifiable or disclosing sensitive information

(this box should expand as you type)
	How you will mitigate the risk to participants:

The researcher will ensure that the participant data is anonymised and no sensitive data is published. 

(this box should expand as you type)

	2
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	


(this box should expand as you type)

	3
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:
N/A


(this box should expand as you type)
	How you will mitigate the risk to the investigator:

N/A

(this box should expand as you type)

	4
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:
Data protection risk can arise


(this box should expand as you type)
	How you will mitigate the risk to the University:
All data will be encrypted and kept in password protected cloud storage on the University Office 365 system which will not be shared. Any USB sticks used to store or transfer data will be password protected, and will be reformatted at the end of the project in order to destroy the data. The data will be stored until the completion of the project and then deleted. 

.

(this box should expand as you type)

	5
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:
NA


(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



SECTION G: Feedback, Consent and Confidentiality

If you have identified in section D that there are no participants then enter skip this section and continue to section H.

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	NA

(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	Consent forms will be mailed to the participants with information of the study to gain their consent prior data collection. 

(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	The study will not collect any identifiable data in any research publications (including the thesis).

(this box should expand as you type)



SECTION H: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	☒


	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	This includes audio/video data of participants, but can also include IP addresses and usernames. Names, addresses and emails also count, as do consent forms.

(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	
☐
	
☒


	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	

(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☒

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☐
	☒

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☒
	☐

	10
	“Cloud” storage or websites?
	☒
	☐

	11
	Other – specify:

	☐
	☒

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	

 Only principal researcher can get access to the data. This data collection will be anonymised


(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☐
	☒

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and/or any international equivalent):

	
	This includes data such as drafts of your thesis as well as experimental or survey data. An example of suitable text is given below.


(this box should expand as you type)

	20
	List all who will have access to the data generated by the research activity:

	
	

	21
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	
(this box should expand as you type)

	22
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. 

	
	All data will be encrypted and kept in password protected cloud storage on the University Office 365 system which will not be shared. Any USB sticks used to store or transfer data will be password protected, and will be reformatted at the end of the project in order to destroy the data. The data will be stored until the completion of the project and then deleted. 

(this box should expand as you type)

	22
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	☒

	23
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	☒




SECTION I: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	MARSOOK KOTTADAN
	Date:
13-11-2024

	2
	Director of Studies/Supervisor:
	Helen Lee 
	Date:
25/11/2024

	3
	Signature:
	Helen Lee

	















FOR INTERNAL USE ONLY:
	
	Ethical approval given 

	1
	Signature of assessor:
	
	Date:


	2
	Name:
	

	3
	Role:
	



[bookmark: _Toc184251482]Appendix 2: Survey questionnaire
You are invited to participate in the survey for the research “The impact of corporate social responsibility on employee engagement in retail industry in Swansea”. Please note that your participation is voluntary. If you wish to not participate in the survey please leave in this point. If you are consenting to the survey please proceed. The survey will not record any participant data like name or email ID. It has two parts, demographic questionnaire and substantive questionnaire. Please answer them accordingly. Thank you. 
Demographic Questions
1. What is your age?
· 18-24
· 25 to 35
· 36 to 45
· 46 to 55
· 56 and above
2. What is your gender?
· Male
· Female
· Others
· Preferred not to say
3. State about your educational qualification.
· Below high school
· High School Diploma or Equivalent
· Bachelor's Degree (e.g., BA, BSc, BBA)
· Postgraduate Diploma
· Master’s Degree (e.g., MA, MSc, MBA)
4. What is your designation in your organisation?
· Operation manager
· Supervisor
· Senior level manager
· Marketing Manager
· Business Development Manager
· Human Resources (HR) Manager
· CSR and Sustainability Manager
· Training and Development Manager
· Others
5.How many years of working experience do you have?
· Less than a year
· 1-5 years
· More than 5 years



Substantive Questions
6. Do you believe employees in your organization are aware of and engaged with your CSR initiatives?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
7. Do you think your organization's CSR activities positively influence employee morale?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
8. Do you feel that your CSR initiatives contribute to higher job satisfaction among employees?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
9. Do you agree that participating in CSR improves engagement among the employees?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
10. Does participation in CSR activities motivate employees to be more engaged in their roles?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
11. Do you agree that Adapting CSR on organisational level may face challenges of skill limitation?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
12. Does challenges of CSR actively affects employee engagement in the retail industry?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
13. Do employees show greater enthusiasm for their work due to the organization’s commitment to CSR?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
14. Does recognising employees for their CSR participation improves their productivity and active engagement?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
15. Do you agree that involving technological solutions to CSR improves employee engagement in the company?
· [bookmark: _Hlk183094046]Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
16. Do you agree that training and skill development programmes are important for employees to encourage their participation and morale for CSR Implementation in retail organisation?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
[bookmark: _Toc184251483]Appendix 3: Descriptive statistics values 
[image: ]
(Source: Created by the researcher)
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