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Introduction Chapter
The introduction chapter explained the research by giving an overview of Marks and Spencer's Plan A and Green Human Resource Management in retail operations. It defined the research background, problem, aim, objectives, hypotheses, and the rationale and the significance clearly. The chapter noted that sustainability is a key factor influencing on employee attraction, engagement and organisation performance. It also set the direction for the research by outlining identified challenges and paving the way for the next chapter of the literature review. 
Literature Review
In the literature, the concepts of HRM, organisational culture, employer branding, sustainability programmes and employee engagement in retail organisations were explored. The present study indicated that sustainable workplace practices increased attraction, organisational commitment and workplace satisfaction. Previous studies, however, have concentrated on the performance of the whole organisation, employees' competence and employees' retention in various industrial and geographical settings. Different NEWS articles and journals assessed specific sustainability programmes that had a dual impact on two aspects of the employee lifecycle: recruitment and retention. 
Methodology Chapter
The methodology chapter presented the methodology by which the M&S Plan A was evaluated and the outcomes for employees. It used Positivism as its philosophical approach, Deductive as its research approach, Descriptive as its design and Quantitative as its research method for systematic investigation. Retail employees, managers, and Human Resource (HR) professionals from different stores were asked to participate as research participants by using random sampling techniques. Primary survey data were collected online by employing structured questions on a Likert scale in Google Forms. Responses collected were analysed systematically using SPSS (frequency, descriptive statistics, cross-tabulation, correlation and regression analysis). This chapter explained the methods that have been used to assess M&S Plan A and employee outcomes. It used Positivism, a deductive approach, a descriptive design and a quantitative research method for systematic investigation. Retail personnel, managers and Human Resource professionals were drawn for the research through a random sampling technique. The primary survey data were obtained online by designing and implementing structured survey questions with a Likert Scale on Google Forms. Data collected were analysed systematically using SPSS, which were frequencies, descriptive statistics, cross-tabulation, correlation and regression analysis.
Findings & Analysis
Chapter 4 compares Mark & Spencer’s Plan A against employee attraction and engagement in the UK retail industry. The findings and analysis of this section compare demographic characteristics with perceptions of sustainability communication, recruitment practices, green training, workplace sustainability activities, employee involvement and environmental commitment and uses survey data processed using SPSS. There are more positive views about Plan A, especially when it comes to the image of M&S as a responsible employer and recruiter of applicants, along with their commitment to being environmentally responsible. Negative and neutral views are also present, showing where improvement can be made in Green Human Resource Management (Green HRM). Overall, the results provide empirical data that helps answer the research questions.
Discussion Chapter
This chapter discusses the SPSS analysis results of the survey with regard to some theoretical constructs and literature cited in the previous section of the study, namely Social Exchange Theory and the Resource Based View. This analysis looks at the role of Marks & Spencer's Plan A in employee attraction and engagement within UK retail and links statistical outputs to the three research aims, which focus on recruitment communication, green training and future HR recommendations. The chapter also acknowledges methodological and sample limitations and future studies opportunities for interpretation. Together, it provides insights into the congruence between empirical evidence and existing academic knowledge on the subject of Green HRM practices.

Conclusion and Recommendation Chapter
The conclusion chapter examined the effect of M&S Plan A on employee attraction and engagement in the retail sector in the UK. The results showed that Green HRM positively promoted the perception of the employees regarding responsible employers, employee involvement and employee awareness of sustainability. It was found that sustainability communication and engaging in sustainable training in practice, along with employee participation, are essential. Plan A was the focus for recommendations related to strengthening recruitment, development and engagement. 
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[bookmark: _Toc241230552]Chapter 1: Introduction
[bookmark: _Toc241230553]1.1 Introduction
The inspiration for the research came from networking with HR professionals and reading about Green Human Resource Management on LinkedIn. Further discussion of Green HRM was facilitated by HRs who gave valuable insights to the customers in the areas of sustainable recruitment, green workplace practices and employee engagement. Through green recruitment, eco-friendly training, and environment-focused performance and reward systems, HR can positively influence how employees think and act towards the environment (Vidanage, 2026). Environmental Expectations and responsibilities affecting the retail sector led to an increase in employers' duties regarding the recruitment process, employee health and wellbeing and organisational performance. This study was selected because sustainable employability of people was gaining more significance for organisations looking to gain a competitive edge. 
[bookmark: _Toc241230554]1.2 Research Background
Marks and Spencer launched Plan A to reinforce their environmental responsibility, the wellbeing of their employees and sustainable business performance in their retail operations (Marks and Spencer, 2026c). Implement Plan A sustainability pathway, including targets for becoming a net zero greenhouse gas (GHG) emitter by 2040, and intermediate 2030 targets for Scope 1 and 2 GHG emissions reduction of 55%, and Scope 3 emissions reduction of 42% (on a 2023 basis) (Segal, 2025) (Refer to appendix 1). The plan advocated sustainable recruitment, staff development, ethical procurement, diversity and a long-term commitment in the organisation (Segal, 2025). Such efforts helped to enhance the reputation of the employer and extend the engagement of the employees and organisational sustainability in competitive retail markets. 
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[bookmark: _Toc238120783]Figure 1: Marks And Spencer Group: Number of Employees 2012-2026 | MAKSY
(Source: Macrotrends, 2026)
In 2026, Marks and Spencer have approx. 73,000 employees all over the world (Macrotrends, 2026). This workforce suggests a strong potential for the sustainable implementation of practices towards attracting and engaging employees successfully  (Macrotrends, 2026). The total carbon footprint of M&S is about 8 million tonnes. Variations in the carbon footprint of each retailer are a result of more than 3,000 suppliers operating in over 59 territories and crunching a lot of numbers (Marks and Spencer, 2026a). The success highlighted ongoing improvements that boosted the credibility of the organisation's environment for its employees, customers and national job seekers.   
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[bookmark: _Toc238120784]Figure 2: On the road to carbon reduction
(Source: Marks and Spencer, 2026)
The change will take place at more than 300 M&S Cafés throughout the UK, equating to an estimated 4.5 million units of plastic packaging that will be eliminated, which falls under M&S's Plan A pledge to achieve a 1-billion-unit reduction of plastic packaging by 2027 (Marks and Spencer, 2024). Less packaging in plastic is one of the issues that customers of M&S are very concerned about, and the retailer has a strong track record of doing something about it (Marks and Spencer, 2024). The UK has not shown significant growth in recent years, according to the Office for National Statistics, which indicated that in the latest estimates (December 2025 to February 2026), the total population fell by 6,000 (0.8%) to 721,000 (ONS.GOV.UK/Employment and Labour Market, 2026). 
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[bookmark: _Toc238120785]Figure 3: The estimated number of vacancies has been broadly flat since March to May 2025, following three years of consecutive declines
(Source: ONS.GOV.UK/Employment and Labour Market, 2026)
Competition around employers' recruitment of skilled workers, by offering good workplace practice and values, continued in this labour market (ONS.GOV.UK/Employment and Labour Market, 2026). Plan A also included employability programmes which focused on emerging employability skills for disadvantaged communities to find sustainable employment opportunities in retail work (Marks and Spencer, 2026b). These programmes demonstrated organisational commitment towards social responsibility and provided a boost to employee diversity and inclusion and built a long-term reputation for the organisation nationally (Marks and Spencer, 2026b). Hence, it was still significant to assess Plan A since in today's world, sustainability was having a growing impact on employee attraction, engagement, retention and organisational competitive advantage.
[bookmark: _Toc241230555]1.3 Research Problem
Retailers were increasingly receiving criticism over their environmental performance, their sustainability practices and reduced membership and commitment levels with operations (Quantis, 2026). As customers, workers, investors and regulators grow more demanding of retail organisations for responsible business and transparency about sustainability performance, pressure has increased on them (Kim and Yang, 2026). Additionally, the names of retention, employer reputation in highly competitive labour markets, employee attraction and development of leadership were challenges for retail organisations (Nilsson and Backman, 2025). The study, therefore, examined if Plan A was able to solve these organisational problems with Green HR Management practices and sustainable organisational work. 
[bookmark: _Toc241230556]1.4 Research Aim and Objectives
[bookmark: _Toc241230557]1.4.1 Research Aim
The study aimed to evaluate the impact of Marks & Spencer’s 'Plan A ' on employee attraction and engagement in the UK retail sector. 
[bookmark: _Toc241230558]1.4.2 Research Hypothesis
H₀ (Null Hypothesis): Marks & Spencer's Plan A Green HRM practices had no significant effect on employee engagement and workforce attraction.  
H₁ (Alternative Hypothesis): The implementation of Marks & Spencer's Plan A Green HRM practices proved to be a strong support in enhancing employee engagement and workforce attraction.
[bookmark: _Toc241230559]1.4.3 Research Objectives
· To critically analyse how M&S communicates its "Plan A" sustainability achievements through its HR recruitment channels to attract diverse talent pools. 
· To evaluate the role of green training and development programs at M&S in fostering internal employee engagement and external candidate attraction.
· To provide recommendations for UK retail HR leaders on how to maximise the return on investment (ROI) of Green HRM practices in a highly competitive hiring landscape.  
[bookmark: _Toc241230560]1.4.4 Research Questions
· What impact did Marks & Spencer's Plan A Green HRM practices have on employee engagement and workforce attraction? 
· Who gained most from Marks & Spencer's green training and development programmes under Plan A? 
· How did green HRM practice in Plan A impact employees and the hiring process in the UK retail industry? 

[bookmark: _Toc241230561]1.5 Research Rationale 
The concept of sustainability has grown in significance as a key driver of organisational success, employee satisfaction, and competitive advantage across the retail sector worldwide (Sheehan, 2023). According to a survey, 79% of retail workers said they were going to stay with organisations where sustainability programmes are strong (Ryan, 2023). It was found that Green Human Resource Management positively influenced employee engagement, retention and long-term commitment to the organisation successfully. This prompted a consideration of Plan A as a viable option because sustainable HR practices had become an important factor in the employment decisions of stores, and HR practices affect the performance of an organisation (McKenzie-Gould, 2021). A more sustainable workplace practice boosted the image of the organisation and fostered better relations between employers, employees, customers and the local community. Environmental, Social and Governance strategies were a growing staple of retail organisations' efforts to grow responsibly and become more resilient in the long term. Consequently, this study contributed to the knowledge of sustainability practices and the commitment of the workforce and competitiveness of the organisation in the retail sector. 
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[bookmark: _Toc238120786]Figure 4: Sustainability Programs seem to Support Employee Engagement and Satisfaction
(Source: Ryan, 2023)
[bookmark: _Toc241230562]1.6 Research Significance
This study will help reader in understanding sustainable human resource practices that affected employee attraction and engagement in retail organisations in the United Kingdom. The current dissertation research has explained the effective way of supporting the organisational sustainability of Marks and Spencer's Plan A through Green Human Resource Management practices. Driven by environmental, social and governance (ESG) aspects, these promoted environmental responsibility, employee wellbeing, ethical actions and long-term performance in retail organisations (tian Mu et al., 2026). This current dissertation research can assist retailers to know the effective Green Human Resource Management practices in achieving successful sustainability in the environment and business. This current dissertation research helped to inform human resource professionals in developing policies that could effectively encourage employees to take part in participation in the sustainability initiatives of the organisation. This current dissertation research can also guide policymakers who are encouraging sustainable employment practices within the United Kingdom retail sector through a responsible employment approach. The study provided practical suggestions and recommendations for strengthening competitive advantage through responsible human resource management practices and sustainable business practices. 
[bookmark: _Toc241230563]1.7 Dissertation Structure
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[bookmark: _Toc238120787]Figure 5: Dissertation Structure
(Source: Self-made)
[bookmark: _Toc241230564]1.8 Summary
The study provided a clear explanation of the concept of Mark's Plan A and how it involves Green HRM. The research background, retail organisational challenges, research problems, aim, objectives and hypotheses were discussed thoroughly in the study, with the overall significance of the study. The above, the following chapter conducted a literature review to explore the existing knowledge, theories and conceptual frameworks on Green Human Resource Management and sustainable employment practices in retail outlets, as well as to identify the gap and existing findings.  

[bookmark: _ri12d2jrjhhu][bookmark: _Toc241230565]Chapter 2: Literature Review Structure
[bookmark: _eznmveaw8ctp][bookmark: _Toc241230566]2.1 Introduction
In today's modern retail organisations around the globe, sustainable business practices are driving employee attraction and engagement. To boost organisational reputation, employee commitment and workplace satisfaction, HRM adopted green practices was highly effective (Ayari and Al Meer, 2025). Sustainable employment practices have been shown to enhance the employer brand, recruitment results and workforce retention performance consistently over the past few years. Environmental responsibility promotes positive employee perceptions and improved working relationships and trust among employees and in organisations (Tripathi et al., 2025). Inducing ethical leadership, sustainable practices and the culture of the company were consistently perceived as being beneficial for commitment to the organisation. The interdependence of these factors revealed the need for sustainability to be a key for competitive retail organisations to recruit talented people effectively.
[bookmark: _bms9kyhl5883][bookmark: _Toc241230567]2.2 Understanding Sustainable Business Practices and Employee Attraction Factors   
According to Zahra et al. (2025), sustainable business practices refer to organisational strategies that integrate environmental protection, social responsibility and economic performance into business operations to achieve long-term organisational success. In the retail industry, sustainability goes beyond environmental efforts to ethical sourcing, employee well-being, diversity and inclusion and responsible leadership and Green Human Resource Management (GHRM). As a result, sustainability has become a means not only to manage corporate responsibility but also as a strategic instrument for talent acquisition (Gao et al., 2025). Rosa et al. (2025) perspective: sustainable business practices improve employer attractiveness by strengthening organisational reputation, increasing trust and demonstrating long-term commitment towards employees and society. Companies that proactively invest in sustainability training, ethical policies in the workplace and the well-being of their employees are seen as more responsible employers and attract more skilled candidates to apply to them (Papademetriou et al., 2025). Marks & Spencer's Plan A is a good example of this strategy as it involves carbon reduction plans, ethical supply chain management, employability programmers and employee development, which all aim to enhance its employer brand in a fiercely competitive retail market. These initiatives not only contribute to the organisation's sustainability but also play a crucial role in attracting workers.
Labelle et al. (2025) contend that sustainability is not the only ingredient to attracting employees successfully. Increasingly, job seekers can tell the difference between real sustainability and something that's merely greenwashed. Without proper implementation, or if employees are not made aware of a sustainability program, it has the potential not to have an impact on applicants' perception or employee engagement (Vlastici, 2024). Moreover, salary, career opportunities, work–life balance and organisational culture also play a major role in the decision to take up a job (Domagalska-Grędys and Sroka, 2025).
[bookmark: _4d81cgz81h5e][bookmark: _Toc241230568]2.3 Role of Employer Branding in Talent Attraction Success  
As per Nanjundeswaraswamy et al. (2025), employer branding refers to the process through which organisations establish a positive reputation as an employer by communicating their values, workplace culture and employee value proposition. Today, when it comes to recruiting, employer branding is a strategic human resource instrument that can impact the perceptions of job seekers and recruitment outcomes (Siem et al., 2026). As more companies come to integrate Environmental, Social and Governance (ESG) and Green Human Resource Management (GHRM) in their strategic activities, they are also leveraging these in their employer branding efforts to gain a competitive edge and attract top talent. Importantly, employer branding is not just about the promotions themselves, but it's also about showcasing a genuine commitment to the organisational values (Kilson, 2025). Elkhweildi et al. (2025) propose that potential candidates are more likely to apply to the organisation which supports the ethics of leadership behaviour, the green environment, employee wellbeing, and diversity. There is evidence of this in the Marks & Spencer's Plan A that communicates their sustainability commitments, including carbon reduction, ethics and sourcing, employability programmes and responsible business practices. These help reinforce the organisation's reputation as a socially responsible employer and aid job seekers' trust in the organisation. Thus, employer branding with a sustainable employer image has a positive effect on the attraction of the workforce and the competitiveness of the organisation in the UK retail industry (Sathish and Indradevi, 2026).
But employer branding has several constraints. While a sustainability brand may draw applicants at the start, it is essential that organisational practices align with the sustainability concepts conveyed in the branding to be successful in recruitment (Sathish and Indradevi, 2026). Employee engagement decreases, and turnover increases when employees' working conditions are different, they have limited development opportunities, and managers don't support them and employer branding becomes less credible. In addition, even though the environment is now an important thing to consider when attracting candidates, salary, security, promotion, and flexible working are still all features that are more appealing to candidates than environmental responsibilities. Mann & Mann (2006) stated that employer branding is not enough to attract talent if the organisational culture and HR policies are not inclusive. All in all, successful employer branding can only be realised if sustainability efforts are not limited to just being marketing instruments but are fully embedded in the day-to-day activities of the organisation. Marks & Spencer's strategy is to create an employer brand that helps attract talent, and Plan A serves as a solid base for achieving that. However, continuous practice of Green HRM and true leadership, and the provision of genuine EVPs are necessary for its long-term success.
[bookmark: _4rkzkw8jvqtp][bookmark: _Toc241230569]2.4 Employee Engagement Through Sustainable Workplace Management Practices 
According to Mishra and Mishra (2025), employee engagement refers to psychological commitment, motivation and emotional connection employees develop towards their organisation, resulting in improved performance, productivity and organisational loyalty. To develop a more positive aspect for workplace engagement, the workplace's ethical and inclusive working environment, as well as its environmental responsibility, has been an increasingly relevant factor (Mansour et al., 2025). Green Human Resource Management (GHRM) helps achieve this goal by incorporating sustainability in recruitment, training, employee performance systems, employee well-being, and organisational culture and helping employees do their part for the business and the environment.
According to Rasheed (2025), sustainable workplace practices tend to create a sense of belongingness and purpose among employees, thereby enhancing their engagement. Increased levels of employee engagement occur when companies have a true commitment to environmental, social and employee welfare. Sustainable initiatives, like the execution of green training programmes, invite and engage employees in environmental decision-making, diversity and inclusion policies and promoting ethical leadership, help employees see their work as meaningful (Sethumadhavan et al., 2025). Marks & Spencer's Plan A is one example of this, which is integrated into its overall sustainability strategy, incorporates carbon-reducing campaigns, as well as responsible sourcing, employability programmes and employee development initiatives. This establishes platforms and opportunities for employees to actively engage in sustainability and to increase the commitment and long-term involvement of organisations.
However, the connection between sustainability and engaged employees isn't always so direct. Farag (2026) contends that sustainability programmes become ineffective if they are taken up more for corporate appearance than for real change in the organisation. When sustainability initiatives drive up workloads but do not get employees adequately trained, recognised or supported by managers, it can lead to disengagement. Furthermore, employee engagement is shaped by various factors within the workplace, such as positive leadership, fair compensation, and opportunities for work-life balance, as well as career progression (Ahmed et al., 2025). Hence, having the management of workplaces to ensure sustainable environments without transparent communication and HR policies focused on employees is not enough to achieve high levels of employee engagement. 
[bookmark: _6md4zlp06ygt][bookmark: _Toc241230570]2.5 Leadership Influence on Employee Attraction and Workplace Engagement 
Based on Alemu (2025), leadership is crucial for developing organisational culture, facilitating sustainable business practices and contributing to recruitment and employee motivation. Good leaders can create a vision, foster integrity and allow workers to take part in environmentally friendly initiatives, encouraging commitment from within the company. In the context of Green Human Resource Management (GHRM), leadership plays a crucial role in embedding sustainability into recruitment, employee development and organisational decision-making, which is vital to have talent on the team. According to Modise (2025), transformational and ethical leadership play a beneficial role in attracting employees through their demonstration of long-term commitment and organisational credibility to sustainability. Transparency, employee wellbeing, diversity and environment are areas where employees are more likely to join the organisation when the leadership proactively supports them (Sethumadhavan et al., 2025). Leadership has played a central role to Marks & Spencer's implementation of Plan A, and they have been the driving force behind highlighting carbon reduction, responsible sourcing and employability programmes, and encouraging employees to get involved in sustainability goals. These approaches to leadership build a positive employer reputation and a more positive work environment.
Lorenz (2025) states that leadership is not the key to attracting and engaging employees. The success of sustainable leadership is reliant on the congruence between the organisation's values and behaviours in daily management. When an organisation's leaders advocate for sustainability but don't offer the means or recognition or employee support, employees may think that they are only putting on a show. Moreover, employee engagement is determined by other factors like compensation, career progression, work-life balance and organisational culture (Safariningsih et al., 2025). Therefore, leadership needs to support overall HR initiatives rather than simply stand alone as an engagement motivator. Incorporating environmental and social responsibility in organisational practices can make a major contribution to attracting and engaging employees because of sustainable leadership (Altassan, 2025). However, for it to be effective in the long term, it must be honest and for the employees to be empowered and for the organisations in the UK retail supply chain to be continually committed to sustainability.
[bookmark: _Toc241230571]2.6 Organisational Culture Supporting Employee Attraction and Staff Engagement 
The retail industry is highly influenced by organisational culture in terms of job attraction and engagement of employees. An effective organisational culture fosters employee trust, respect and values with management. Aidin et al. (2026) found that one of the soft qualities that employees seek in an organisation is supportive leadership, career development, and fair treatment in daily organisational activities. Organisational culture is the set of values, beliefs and behaviours in the workplace that affects employee attraction and staff engagement in retail organisations. Over half of financial directors at retail businesses (52%) intend to cut back on hours or overtime. Nearly half (48%) indicated they would cut head office jobs and 32% that they would cut jobs in stores (Butler, 2026). 
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[bookmark: _Toc238120788]Figure 6: Retailers in the UK plan to cut staff hours and jobs amid rising employment costs
(Source: Butler, 2026)
A range of jobs has been lost in the retail industry over the last twelve months, largely because of new technology from AI systems in marketing plans to stock management to automated till systems. Positive organisational culture can help with Green Human Resource Management by fostering respectful working environments which promote employee attraction and improve employee engagement (Refer to Appendix 2). According to Ayar and Al Meer, (2025), employees also volunteer to join organisations and stay longer if they feel welcome and treated fairly, and the organisations have a sustainable set of values. Organisations that foster respect and care for their environment and towards their employees, which in turn promote career growth and inclusion, are valued by employees as this provides better work experience and trust with the organisation. 
However, Elli, (2025) stated that in a context of changes in business, employee attraction and staff engagement are not achieved by the organisational culture alone in the retail sector. Staff evaluate job prospects, flexible working conditions, security of their jobs and working hours before accepting or staying in their jobs. Conversely, Ludviga and Kalvina, (2025) mentioned that organisations that support positive working cultures could still see employee dissatisfaction in uncertain employment conditions. Even though organisations have favourable organisational cultures, financial pressures, an increase in operating expenses, and workforce cuts will diminish employee confidence. Retail organisational culture is still playing an important role in modern retail organisations to attract employees in the present day and engage them (Ayari and Al Meer, 2025). The retail organisational culture should work in tandem with fair rewards, secure jobs, and employee wellbeing to achieve better organisational outcomes. A well-balanced work environment can boost recruitment efforts, enhance the retention of staff and contribute to an effective, sustainable HR policy.
[bookmark: _Toc241230572]2.7 Theoretical Framework
Social Exchange Theory
Social Exchange Theory indicated the positive employee response when organisations offered valuable support and good employment practices. According to AJOBI et al. (2025), the Social Exchange theory proposed that employees gave up organisational benefits in exchange for increased levels of commitment, trust and engagement. Employee attraction was explained using Social Exchange Theory which reveals that there was some sort of equilibrium among employees and Marks and Spenser’s. Plan A communicated to employees that it was a business that cared deeply about environmental responsibility, wellbeing and its community activities. It could generate tangible trust through these activities since the staff were given benefits that exceeded their salary. Employees reacted positively by committing more, having better attitudes and being more willing to get behind the company's objectives (Alenazi, 2025). This theory thus associated good working practices with employee engagement by way of benefits and treatment. Plan A would have enhanced the attraction if company values would have been aligned with expectations of the potential employee. Therefore, social exchange relationships provided a good explanation of how Plan A positively contributed to employee attraction and engagement. In this study, Plan A was the organisational support provided via sustainability programs, employee well-being and responsible human resource management. When it comes to working for organisations that share their values with them, 82% of employees desired to work there (Powell, 2026). Nearly 20% also said they would not apply to the organisation due to its bad reputation. These results suggested that the organisational culture and values of sustainability significantly affected attraction and engagement of employees. Social Exchange Theory had appropriate theoretical considerations on how employee attraction and engagement of the employees in the retail sector would be affected by positive organisational relationships and reciprocal employee behaviour because of Plan A.  
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[bookmark: _Toc238120789]Figure 7: 82% of employees want employers who share their values. Does your employer brand measure up?
(Source: Powell, 2026)
Resource-Based View
Resource-Based View (RBV) stated that a sustainable competitive advantage and long-term business success are the result of valuable organisational resources. According to Bahasoan et al. (2025), the Resource-Based View acknowledged that the skills of workers, knowledge of the organisation and the culture of the workplace are strategic resources that can boost organisational development. After a significant investment in leadership and career progression, employee development and workplace culture, Currys' employee engagement score was noted as one of the top 3% in the world in a 2026 survey (CurrysPLC, 2026). This evidence also indicated that the investment in human resources improved employee engagement and organisational performance, which aligns with the Resource-Based View (RBV) viewpoint. According to The Resource-Based View, Plan A was a useful internal tool to help support the idea for Marks & Spencer's position. Employees’ attitudes and values of sustainability and their skills and knowledge may be key assets within the organisation (Meng et al., 2025). Plan A had positive impacts on these resources through the promotion of employee involvement with environmental and social activities. This involvement may help to foster new knowledge, teamwork, motivation and high commitment among employees with Marks and Spencer. Competitors found it challenging to replicate these resources as they were developed through practice and relationship building (Morishita et al., 2025). So a positive workplace culture and purpose could be a key part of Plan A targeting employee attraction. It also helped for engagement as a valuable human resource was effectively utilised to undertake long term organisational purposes. Hence, the Resource-Based View was used to assess the contribution of the implementation of Plan A to better human resources for the organisations to build their organisational capability and to gain a competitive advantage in the retail sector by strengthening their employee attraction and engagement and their commitment to the organisation for a long time. 
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[bookmark: _Toc238120790]Figure 8: Currys named UK’s top major retail employer by The Sunday Times
(Source: CurrysPLC, 2026)
[bookmark: _Toc241230573]2.8 Conceptual Framework

[bookmark: _Toc238120791]Figure 9: Conceptual Framework
(Source: Self-made)
In the study, it was the independent variable as it was assessed for its impact on outcomes in the workplace, specifically retail organisations. To assess the attraction of employees, the impact of sustainability activities on the willingness of prospective employees to enter organisations was assessed. Employee engagement measured employees' commitment, motivation and involvement in the workplace following the work experience. The study of Employer brand focused on the brand of the organisation based on its actions for sustainability. Organisational culture assessed was the values within the workplace that support sustainable behaviours. The total impact of Plan A on employees was captured as these dependent variables.
[bookmark: _Toc241230574]2.9 Literature Gap
Most of the research analysed HRM, organisational performance, employee competence, training or employee retention in various industries or geographical locations. However, few studies focused on the same organisational sustainability programme to determine its effects on both attraction and engagement of employees at the same time within the retail sector. In addition, some evidence from the retail sector in the UK was found, but not much, and there was very little research which merged concepts of organisational culture, employer branding and Green Human Resource Management into one framework, which also presented a gap in research.
[bookmark: _Toc241230575]2.10 Summary
[bookmark: _bjaerknl12hb]Most of the research analysed HRM, organisational performance, employee competence, training or employee retention in various industries or geographical locations. However, few studies focused on the same organisational sustainability programme to determine its effects on both attraction and engagement of employees at the same time within the retail sector. In addition, some evidence from the retail sector in the UK was found, but not much, and there was very little research which merged concepts of organisational culture, employer branding and Green Human Resource Management into one framework, which also presented a gap in research.


[bookmark: _Toc241230576]Chapter 3: Methodology
[bookmark: _Toc241230577]3.1 Introduction
The research methodology for the evaluation of the issues related to M&S Plan A and employee outcomes is explained in this chapter. It talks about the approach and philosophy in research, the design of the research, the method employed, sampling, data collection, analysis, and ethics. These methodological decisions helped to yield systematic and objective findings on employee attraction and engagement in the UK retail sector.  
[bookmark: _Toc241230578]3.2 Research Philosophy
Positivism philosophy 
Research philosophy refers to the attitude of researchers towards knowledge, reality and appropriate research techniques. Research philosophy is the knowledge that is reliable if it is measurable, observable and based on facts (Ali, 2024). It focuses on being objective, neutral and having procedures, known measurable variables and a systematic analysis of gathered research evidence. These features enable it to minimise the influence of the researcher and generate reliable results based on the same research methods. Positivism was appropriate for this study, considering measurable perspectives regarding Plan A, attraction, and engagement. The ethics document confirms that the study used the Positivism method to obtain information systematically. Positivism philosophy promoted a neutral researcher role, which helped to minimise opinion during data collection and interpretation (Kaluarachchi, 2025). This was necessary as the perceptions of the staff had to be measured without researchers having an impact on participants or responses. The positivistic approach was also a match for the quantitative method used in the study because questionnaire outputs could result in numerical results that could be measured. Retail employees, managers and HR professionals were reached during the study by using Google Forms. Measurable answers enabled patterns around sustainability communication, green training, attraction and engagement with employees to be identified. Positivism thus encouraged a statistical analysis of the responses as well as associating the outcomes with the research purposes. Also, it facilitated a deductive approach de facto: that is, questions were framed according to existing knowledge prior to research evidence collection. Overall, the study gave objective, structured and evidence-based results regarding M&S Plan A because of the impacts of Positivism. 
[bookmark: _Toc241230579]3.3 Research Approach
Deductive research approach 
Research approach is a method used to guide a researcher to gather and analyse evidence from ideas. Research approach gives direction in the development of questions, the selection of methodology, the gathering of information and conclusions  (O'Boyle and Götz, 2026). It consists principally of systematic planning, logical thinking, applying theory, formulating hypotheses, and testing this evidence. The features assist researchers to stay focused and generate results that directly respond to research goals clearly. The deductive approach aligns with existing theories and then progresses to specific findings and observations that test the theories (Robinson and Bailey-Rodriguez, 2026). It uses existing information to generate predictions and tests these hypothesised relationships between variables through data collection. This approach is often coupled with structured questionnaires and numerical analysis of responses and is often linked to quantitative research. For this reason, it is appropriate as a structure if researchers want measurable evidence to consider research relationships. This approach helped shape the goal of the questions on the questionnaire with the existing concepts available and the research goals. It facilitated the comparison of the responses of participants with existing insights into Plan A, attraction and employee engagement. With these questions, the study was able to gather similar answers from retail employees, managers and professionals. Overall, the deduction fortified the study by linking the existing knowledge and measurable evidence from target participants.  


[bookmark: _Toc241230580]3.4 Research Design
Descriptive research design 
The research design is the plan that is followed in collecting, organising, and analysing the evidence systematically in the research. Research design outlines procedures for selection of participants, measurement of variables, collection of information, and reporting results (Mwita, 2025). Descriptive design is a design that describes characteristics, experiences, behaviours, and/or conditions without manipulating variables in the research activities. It includes structured procedures, measurable variables, natural settings, surveys, observation and processes of data collection. These characteristics assist researchers in drawing patterns, frequencies, characteristics and relationships from the population of their study. Descriptive design is also useful to the researcher since it is descriptive, simple, economical and practical (Villamin et al., 2025). The design was used to capture employee perceptions around the concept of sustainability, employee attraction, employee engagement, recruitment communication and training activities. Hence, the descriptive design enhanced research by providing clear evidence regarding participants' perceptions and experiences with the current employees. 
[bookmark: _Toc241230581]3.5 Research Method
Quantitative Method  
Research method refers to particular ways researchers gather and analyze evidence in a systematic approach. Quantitative methods gather numerical data, which can be measured, compared and analysed using statistical methods (Alford and Teater, 2025). The methods used are structured questionnaires, fixed responses, measured variables, numerical data, objectivity and statistical analysis. These features are good at giving consistency, as participants always respond to the same questions with the same answers. Using quantitative methods helps to make comparisons, look for patterns, measure relationships, and show clear results in studies (Bouncken et al., 2025). Research guidance has confirmed that questionnaires provide standardised quantitative data efficiently from many respondents and have fixed answers. The method was appropriate for an exploration of employee attraction and engagement via structured responses from participants in a survey. Quantitative data was used to compare responses to questions related to sustainability communication, green training, attraction and engagement of employees. Hence, the Quantitative method added support to the study, as it provided the evidence needed for the study to be structured, measurable and comparable. 
[bookmark: _Toc241230582]3.6 Sampling Method
Random sampling 
The process of selecting participants from a larger population for research is called a sampling method (Slater and Hasson, 2025). Random sampling provides each individual that is eligible for the population an equal and independent chance of being selected. It is characterised by chance selection, equal opportunities, decreasing selection bias, population representation and selection of participants without bias. The features enable researchers to extract samples that are more representative of the broader populations when conducting quantitative research. Random sampling also has the advantage in research because it enhances the representativeness of the sample, minimises the influence of the researcher and enables the generalisation of the research (Alomani et al., 2025). Random sampling was selected as this study demanded objective responses from various players in the retail sector. The study was limited to employees, managers, and Human Resource professionals who had pertinent experience in the retail sector. The ethics document aimed to attract around 70–100 participants from varied backgrounds in the retail sector. To ensure each participant had an equal opportunity to be in the research sample, some random sampling was used. This minimised the risk of researcher bias in the selection of participants for the study. Random sampling thus fortified findings by ensuring a wider and more well-rounded response from participants.  


[bookmark: _Toc241230583]3.6 Data Collection
Primary Survey  
Data Collection is the systematic process of collecting the data required for the correct answer to research questions. Primary survey data gathers new information from the participants, especially for research purposes (Chand, 2025). The key elements are: an ordered series of questions, answers come directly after the questions, procedures are made standardised, and the target group is clearly defined. These features provide researchers with the necessary information, while ensuring consistency among participants when collecting data. Primary surveys are also useful to study as they deliver up-to-date, concentrated, measurable and directly relevant research evidence. Electronic data management can be easily handled by researchers, is cost-saving and gathers responses fast through an online survey. Primary survey data was utilised since there was no available documentation that contained the participants' perspectives (Jacobsen et al., 2025). The study focused on the retail industry and how Plan A impacted employees' attraction and engagement. The responses were taken via an online survey which had a total of 20 Questions (Refer to Appendix 3). Three questions collected demographic data, and seventeen questions that investigated the issues that surrounded Plan A and study. Random sampling was used to identify the participants, thus supporting fair opportunities for eligible retail participants fairly. The approach for recruitment to gather participants was through LinkedIn, Facebook and Instagram, etc., and job forums for recruitment. The sampling method facilitated greater access, convenience, timeliness and efficient collection of structured responses from selected respondents. 
[bookmark: _Toc241230584]3.7 Data Analysis
SPSS Analysis 
Data Analysis is a systematic process of examining the collected data, identifying patterns, relationships, differences, and meaningful findings. The quantitative approach employs objective measures and procedures that organize responses numerically to yield evidence for research. It includes encoding, measuring, comparing, statistically testing, interpreting and clearly showing the results of data. These features are useful for research due to the enhanced accuracy, consistency, transparency and understanding of the participant responses collected. It was decided that the SPSS Analysis should be employed because in this study, data was collected quantitatively through a five-point likert scale-based questionnaire. SPSS offers appropriate statistical analysis tools for analyzing frequency patterns, descriptive outcomes, relationships, and predicting the effects of study variables on each other (Hashmi and Mohanty, 2025). Frequency analysis provides a summary of the frequency distribution of the responses, indicating the distribution of the participants with respect to the five Likert scale options (Al-Jaishi et al., 2026). It highlights those common responses and behaviour of the entire participant group with good clarity when reviewing survey data. Descriptive statistics are presented as frequencies, means and standard deviations. This analysis gives insight into the overall attitude of participants towards Plan A, their views towards employee attraction and their employee engagement in the UK retail sector. Cross-tabulation allows respondents to be compared between groups of participants, such as employees, managers and HR professionals (Shamim et al., 2025). It clearly and objectively reveals the differences in viewpoints among the various groups of respondents to surveys. Correlation analysis determines if variables are statistically related, and it demonstrates the direction and magnitude of the relationship (Ramirez-Ramirez et al., 2026). It aids in evaluating the relationships among Plan A, employee attraction and employee engagement variables in this study. Regression analysis is used to determine if one variable is related to the changes in another variable (Akomodi, 2025). It aids in assessing the significance of Plan A practices on employee attraction and engagement in this study. Thus, SPSS enhanced the study by providing structured, measurable and statistically sound results on employee attraction and engagement. In general, SPSS enhanced the clarity of findings.    


[bookmark: _Toc241230585]3.8 Gantt Chart
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[bookmark: _Toc239929394]Table 1: Gantt Chart
(Source: Self-made)
[bookmark: _Toc241230586]3.9 Ethical Consideration
The study was conducted to ensure protection of the participants through voluntary, informed consent, confidentiality, anonymity, and right to withdraw. Participants were free to pass on questions which might cause discomfort or to withdraw from participation at any time without disadvantage. No name, address, employee number or sensitive data was collected. The responses to the surveys were kept safely in the University's storage area that had password protection. The researcher ensured anonymity and restricted access to data to individuals authorised by the researcher. 
[bookmark: _Toc241230587]3.10 Summary
The methodology explained a clear structure to evaluate Plan A component of the UK retail sector. Objective research used positivism, a deductive approach, a descriptive design, a quantitative method and random sampling. It was found that the survey data collected was primary data that would give the views of the respondents directly, and SPSS was used for systematic analysis of the data. In addition, participants were protected, and reliable results were obtained regarding the processes of employee attraction and engagement. 


[bookmark: _Toc241230588]Chapter 4: Findings and Analysis	
[bookmark: _Toc241230589]4.1 Chapter Introduction	
This chapter introduces the quantitative survey analysis conducted to calculate the effect of Marks & Spencer’s Plan A on attraction and engagement of employees in the UK retail sector. The analysis involves respondents’ demographic characteristics, perceptions regarding the key challenges of sustainability communication, recruitment, green training, workplace practices, employee involvement and organisational commitment. The survey analysis result is suitable as it is the evidence that presents the structured common perception of hires, managers or HR professionals. In this regard, the use of SPSS provides organization of the survey responses in terms of frequencies and percentages, making it easier to identify clear patterns across the research questions.
[bookmark: _Toc241230590]4.2 Sample Overview
The sample is based on responses from 70-100 participants among employees, managers and Human Resource professionals with relevant experience in the retail industry but only 75 responses have been gathered (Refer to appendix 4). The sample is carefully drawn to capture relevant views that are workplace and HR related, and the questionnaire is completed via Google Form survey (Jaiswal, 2024). There are 20 questions in the questionnaire of which 3 are demographic questions and 17 are inferential questions. The demographic questions clarify the profile of the sample, and the inferential questions explore perceptions of M&S’ Plan A, sustainability communication, recruitment messages, green training, employee involvement, engagement and environmental responsibility. 
Moreover, the research aims mainly to discover the distribution and overall direction of respondents’ perception so that SPSS analysis is selected (George and Mallery, 2024). The use of frequencies and percentages allows for a systemised comparison of positive, neutral, and negative answers within the enquired study-related questions. This strategy directly addresses RQ1, analyzing the perceived impact of Green HRM practices on employee engagement and attractiveness of the workforce, RQ2, analyzing perceptions of green training and development, and RQ3, analyzing how Plan A related practices affect employees and recruitment. 	
[bookmark: _Toc241230591]4.3 Analysis of quantitative data	
[bookmark: _Toc241230592]4.3.1 Frequency Analysis	
4.3.1.1 Demographic questions
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[bookmark: _Toc238120792]Figure 4.1: Age criteria
(Source: SPSS)
The distribution of ages for the 75 participants is shown in Figure 4.1. The people aged 35-44 constitute the largest age group with 29 respondents (38.7%) of the sample. This is followed by 21 people, or 28.0%, in the age group 18–24 years. Another 17 (22.7%) are over 45 years old and just 8 (10.7%) between 25 and 34. Accordingly, the sample is reasonably liberal in terms of ages, but the majority is persons aged 35 to 44. This is significant for the study because various career levels may affect the perceptions of sustainability and employer attractiveness (Buzzao and Rizzi, 2024). Additionally, a relatively high representation of respondents aged more than 35 also offers substantial evidence from people with a higher level of job experience, who are likely to be more well-informed about organisational HR practices.
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[bookmark: _Toc238120793]Figure 4.2: Gender information
(Source: SPSS)
As can be seen in Figure 4.2, 35 respondents (46.7%) are male and 30 are female (40.0%). 8.0% of respondents picked the answer “prefer not to say”. The figure therefore reflects the participation of males and females, and there is a relatively small difference between the two biggest groups. A non-gender identity response also suggests that the survey enabled respondents to have their own personal option about their demographic disclosure. The overall distribution is relatively broad in terms of number of respondents which allows an analysis of perception and the consequences of Plan A, without being predominantly based on one gender group.
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[bookmark: _Toc238120794]Figure 4.3: Education level among participants
(Source: SPSS)
As shown in fig. 4.3, the highest number 48.0% of the respondents holds a bachelor’s degree. There are 30.7% more who are post their Diploma and 21.3% Higher Secondary. Hence, nearly half of the respondents were undergraduates, and the rest are divided into the diploma and higher secondary education. The reference shows that there are respondents who have varying levels of educational attainment in the sample. This diversity can be beneficial because the sustainability communication and the belief in the green training and recruitment practices are not exclusively held among highly qualified employees (Jamil et al., 2023).
4.3.1 Inferential questions
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[bookmark: _Toc238120795]Figure 4.4: Plan A sustainability by M&S 
(Source: SPSS)
The answer demonstrated evident Plan A communication, and this will support RQ1 relating to employee attraction and engagement. Most respondents had positive opinions of sustainability communication and were more likely to be interested and engaged with the communication among their employees at M&S. Figure 4.4 tackles a key question: whether M&S is visible to employees regarding its Plan A sustainability activities. The findings indicate that the great majority (46.7%) of respondents strongly agree, and 17.3% agree. Thus, there is a positive response for 64.0% (48 respondents). By contrast, 4 respondents (5.3%) disagree, and 12 respond strongly disagree, for a total of 21.3% disagreeing responses. 12.0% do not feel a particular connection at this stage. The majority of those who responded, believe that M&S is effective in communicating its Plan A sustainability activity. Communication, however, does not appear to be effective for everyone because of the 21.3% negative response. 
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[bookmark: _Toc238120796]Figure 4.5: Use of sustainability information in recruitment messages 
(Source: SPSS)
Figure 4.5 assesses the effectiveness of M&S in using sustainability information for recruitment messages. Most respondents, i.e. 36, or 48.0% strongly agreed and 14, or 18.7% agreed. So, a total of 66.7% of the respondents give a positive assessment. On the other hand, 5 respondents (6.7%) disagree and 14 (18.7%) respond strongly, a total of 25.3% disagreed and 6.7% was nutral. The finding allows for a relatively strong argument that sustainability becomes part of M&S recruitment communication and can be part of what makes M&S presentable to potential employees (Hong, 2024). The answer included sustainability information in recruitment messages, supporting RQ3 related to Plan A and recruitment. The positive answers referred to the facilitation of good information to present sustainability in M&S recruitment and selection processes.
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[bookmark: _Toc238120797]Figure 4.6: Plan A helps M&S present a responsible employer
(Source: SPSS)
Figure 4.6 indicates whether the respondents think Plan A is helping M&S to appear as a responsible employer. Most strongly agree with 33 respondents (44.0%) followed by 15 respondents (20.0%) who agree. Overall, 64.0% have positive sentiment. Six respondents (8.0%) disagree and 11 (14.7%) strongly disagree to give a combined negative response of 22.7%. 10.7% (8 out of 75 respondents) are neutral. The results show that there is a significant positive relationship between Plan A and M&S's responsible-employer image. The results from the answer supported Plan A's attraction and engagement to the M&S image, supporting RQ1. Attractive results were obtained in the case of positive response with regard to employee interest and positive perceptions of the workplace.
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[bookmark: _Toc238120798]Figure 4.7: Sustainability communication makes potential employees
(Source: SPSS)
Figure 4.7 offers up direct evidence of employee attraction. 53.3% agree that sustainability communication makes M&S more attractive to potential employees (40 respondents strongly agree, 9 respondents agree). As such, 65.3% answered positively. Agree was chosen by 22.7% (5) of respondents and disagree was chosen by 16.0% (12) while 9.3% (7) are neutral. The relatively high “Strongly agree” rating shows that sustainability communication can create positive perceptions of M&S as an employer. The answer demonstrated sustainability communication made M&S attractive; this meshed with RQ1 regarding attraction and engagement. Positive results indicated that employees felt more interested in the choice of M&S when communicating with them using Plan A communication. 
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[bookmark: _Toc238120799]Figure 4.8: Inclusion of sustainability information in advertising job opportunities
(Source: SPSS)
Figure 4.8 looks at whether respondents think M&S displays sustainability information in job postings. A positive response is garnered by 37 respondents (49.3%) strongly agree and 11 respondents (14.7%) agree for a combined positive response of 64.0%. 28% (10.7%) disagree and 13% (17.3%) strongly disagree. Three respondents (a 4.0%) are undecided. The results, therefore, highlight the majority’s belief that sustainability is embedded in M&S job advertisements. The answers indicated sustainability information is used in advertising, and as part of Plan A and hiring, showing the presence of this information in these areas for RQ3. The result showed that green was referenced in the advertisements when M&S were looking to recruit employees.
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[bookmark: _Toc238120800]Figure 4.9: Recruitment messages about sustainability 
(Source: SPSS)
Figure 4.9 focuses on the potential of recruitment talks regarding sustainability to inspire candidates to apply for M&S. The response contained the messages that candidates were encouraged to apply, supporting RQ3 on Plan A and hiring. Positive answers suggested green recruitment messages contributed to the recruitment interest of candidates during the M&S application process. The results indicate that the strongly agreed percentage of respondents was 46.7%, based on 35 respondents, whereas 13 respondents (or 17.3%) agreed. So, there are 48 responses that are positive (64.0%). On the other hand, 10% (13.3%) respondents disagree and 11% (14.7%) strongly disagree, giving a total negative response of 28.0 %. Five respondents (5.3%) are neither positive nor negative. The results show that there is a high potential for sustainability messages when recruitment communication (Sathish and Indradevi, 2026). 
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[bookmark: _Toc238120801]Figure 4.10: Attraction of a wider range of candidates  
(Source: SPSS)
Figure 4.10 evaluates the potential of M&S to widen the candidate pool by communicating effectively about sustainability initiatives. 38 of the respondents strongly agree (50.7%) and 7 (9.3%) agree. Therefore, 60.0% (45 respondents) have a positive response to the question. There are 7 (9.3%) Disagreements and 16 (21.3%) Strong Disagreements, totalling 30.7% Negative responses. There are four responses that fall in the “neutral” category (5.3%) and three responses that fall in the other category (4.0%). The findings still reveal a strong sense of alignment where over 50% of respondents felt that good sustainability communication can help M&S’s candidate pool, identifying the need for education. The answer highlighted that sustainability communication attracted a broader range of candidates, which mirrored findings from the study to answer RQ1 related to attraction and engagement. The positive feedback suggested that communication via Plan A was more effective in engaging potential M&S employees from these respondents. 
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[bookmark: _Toc238120802]Figure 4.11: Sustainability practices influence M&S as an employer 
(Source: SPSS)
Figure 4.11 indicated whether respondents’ attitudes about M&S as an employer are affected by sustainability practice. Three-fifths (46.7%) indicated a score of strongly agree, while 20.0% noted a score of indicated agreement. Overall, this means that 50 respondents (66.7%) have positive perception. 26.7% were negative, 4 (5.3%) were neutral and 1 (1.3%) were in the none other category with nine (12.0%) strongly disagreeing. The results add high level evidence to the impact of sustainability practices on the employer perceptions (Andruszkiewicz et al., 2024). The response demonstrated sustainability practices had an impact on employer perceptions, thus supporting RQ1 around workforce attraction and engagement. Positive answers showed a shift in attitudes about M&S as an employer as a result of environmental actions.
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[bookmark: _Toc238120803]Figure 4.12: M&S provides employees with sufficient training 
(Source: SPSS)
In Figure 4.12, it is analysed whether M&S have sufficient employees' training on environmental sustainability. As a result, 42.7% of those who responded strongly agree and 20.0% of people agree that they strongly agree. Thus, 47 respondents (62.7%) have a positive opinion. But 13 respondents (17.3%) disagree and 10 respondents (13.3%) strongly disagree, for a total of 30.7% of the negative responses. Four (5.3%) of respondents are neutral, as is one respondent (1.3%) in the remaining category of responses. The answer revealed that sustainability training was perceived as adequate, which agrees with RQ2 regarding the benefits of green training. This suggested that staff had acquired relevant information about the environment at Plan A at M&S. 
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[bookmark: _Toc238120804]Figure 4.13: Green training helps employees understand their environmental responsibilities  
(Source: SPSS)
Figure 4.13 supports the examination of green training's contribution to the comprehension of the employees regarding their environmental duty at work. As shown in the figure, 40 respondents (53.3%) strongly agree, and 8 respondents (10.7%) agree, to which there were positive responses. Thirty-six. Disagree or strong disagreement, with 14 (18.9%) and 13 (7.3%) strongly disagreeing. There are seven (9.3%) respondents for neutral, and one (1.3%) for the other. However, the positive answer is less than in Figure 4.12 where respondents overwhelmingly agree that sustainability training does exist. The answer revealed that green training enhanced understanding of responsibilities, supporting RQ2 regarding the benefits of green training. Training increased employees' understanding of their environmental responsibilities and day-to-day activities with positive responses.
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[bookmark: _Toc238120805]Figure 4.14: Adopting environmentally responsible behaviours 
(Source: SPSS)
Figure 4.14 explores whether sustainability training promotes sustainable behaviours amongst employees. Most respondents (41.3%) strongly agree and 14.7% agree on the results. So, there is one for every 2 respondents with positive perception (56.0%). 32.0% (nine respondents) disagree and 15% (15 respondents) strongly disagree. Six people (8.0%) are neutral, and 3 people (4.0%) are in the remainder of the response category. The answer indicated that responsible behaviour could be triggered by the sustainability training, thus supporting RQ2 related to the green training benefits programmes. Positive responses included employees using their environmental learning skills for more responsible work behaviours at M&S. Hence, to supplement formal training, M&S might consider carrying out workplace initiatives and for managers to reinforce and offer practical opportunities for staff to demonstrate environmentally responsible behaviours (Papademetriou et al., 2025).
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[bookmark: _Toc238120806]Figure 4.15: Employee Engagement through green workplace practices  
(Source: SPSS)
The direct analysis of whether green workplace practices lead to higher employee engagement is the focus of figure 4.15. The figure shows that 33 respondents (44.0%) strongly agree, 10 respondents (13.3%) agree, and a total of 57 (71.3%) respondents, a combination of both agree and strongly agree. There are 15 respondents (20.0%) who strongly disagree and six (8.0%) who disagree, for 28.0% disagreement overall. There are 7 respondents that are neutral, and 4 respondents that fall into the other category (9.3%, 5.3% respectively). The results then reveal that a majority believe that there is a link between green working behaviour and engagement. The response indicated that green practices at work drove engagement as it relates to Plan A and engagement; RQ1 was supported. When positive responses were obtained, the participants were more likely to be involved in their work at the job, due to the sustainable workplace actions that had been encouraged. 
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[bookmark: _Toc238120807]Figure 4.16: Involvement in sustainability activities  
(Source: SPSS)
Figure 4.16 compares the level of employee involvement as measured by participation in sustainable activities. The majority, 38 (50.7%), strongly agree, as 7 respondents (9.3%) agreed. So, 45 respondents or 60.0% are positive. 10 out of the 72 respondents 13.3% disagree and 15 respond strongly that they do not, thus giving a negative response of 33.3%. Only two respondents (2.7%) are neutral, and three respondents (4.0%) fall below that. The findings give good evidence on the ways in which the engagement in sustainability activities can enhance an employee’s sense of involvement. The results confirmed that there was an increase to employee involvement when sustainability was involved, supporting RQ1 related to Plan A and employee involvement. The positive responses showed increased involvement in sustainability activities in their workplaces, as a result of active participation at M&S. 
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[bookmark: _Toc238120808]Figure 4.17: Commitment to environmental responsibility  
(Source: SPSS)
Figure 4.17 indicates the effects of an organisation that shows responsibility for the environment on the commitment of its employees. Of the respondents, 38 (50.7%) strongly agree and 10 (13.3%) agree with the results. So, 48 (64.0%) respondents have a positive attitude. 25.3% of the respondents do not agree (5) nor strongly disagree (14). The remaining response category is represented by a further 5 respondents or 6.7% of the total and 3 more by this option. Plan A and employee engagement were supported as the answer noted that employee engagement levels are higher when there is evidence of environmental responsibility. Workflow/environmental actions were more clearly associated with employees' commitment towards their organisation if their responses were positive.
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[bookmark: _Toc238120809]Figure 4.18: Sustainability initiative to join M&S  
(Source: SPSS)
The results on the impact of sustainability practices on employees joining Marks & Spencer are explored in Figure 4.18. As evident from the frequency data there is a significant concentration on the positive side with the peak at Strongly Agree of 35. The other selections, however, show lower frequencies; 10 respondents Strongly Disagree, 9 respondents Neutral, 8 respondents Disagree, and the lowest amount, 7 respondents, agreed. The answer confirmed that sustainability had an impact on decisions to join M&S and on this aspect, it was a direct impact, confirming RQ1 on the immediate attraction of employees. Positive responses showed that implementing environmental practices made M&S more appealing to M&S staff looking for jobs.


[image: ]
[bookmark: _Toc238120810]Figure 4.19: Likely staying with an organisation with environmental responsibility 
(Source: SPSS)
This chart explores whether personnel are more likely to stay on with an enterprise where the firm actively expresses environmental responsibility. The answer revealed that environmental responsibility fostered or triggered employees' stay which validated RQ1 of employees' engagement at work. Overall, positive responses attested to workplaces which were strengthened, thus improving employees' intention to remain in their organisations for longer. These findings show that there is an overwhelming consensus towards retaining the ecological stewardship, with a majority of 41 (Strongly Agree) respondents. The remaining response categories have far fewer frequencies; Strongly Disagree with 10 respondents, agree with 9 respondents, Disagree with 6 respondents, and Neutral with 5 respondents. These statistics highlight environments that are clearly seen to be sustainable are important for maintaining employee retention within the retail industry (Dissanayake, 2023). 


[image: ]
[bookmark: _Toc238120811]Figure 4.20: Integration of sustainability  
(Source: SPSS)
Figure 4.20 focuses on the perceptions of whether Marks & Spencer should continue to integrate sustainability into their broader recruitment, training and employee retention program. In the answer, the respondents expressed their desire to sustainability integration, thus supporting RQ3: Plan A and hiring process. This suggested that the challenge with M&S's recruitment, training and retention practices was a lack in terms of sustainability integration. Strong participation indicates that users strongly feel a need for deeper integration, with 45 responding, strongly agree. However, a smaller group of respondents had varying opinions, with 12 saying Strongly Disagree, 10 saying Agree, 4 saying Disagree and 2 saying Neutral. This fact pattern implies a strong appetite for further expansion of Green HRM structures to enable even better performance in future human resource plans.
[bookmark: _Toc241230593]4.3.2 Descriptive statistics	
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[bookmark: _Toc238120812]Figure 4.21: Descriptive Statistics  	
(Source: SPSS)
This table presents the summary statistics (medians and ranges, n = 75) for the main variables of study. Plan A Green HRM Practices has a mean of 3.7344 with a standard deviation of 1.27459, and a minimum of 1.00 and maximum of 5.00. The values for Employee Attraction are mean = 3.7200, and standard deviation = 1.30205, and for Employee Engagement are mean = 3.5638, and standard deviation = 1.35641. The mean score of 3.9527 and a standard deviation of 1.39757 over 74 valid responses is the best for Sustainability Retention Commitment when compared to all tested metrics. The findings show the general positive perception across the respondents wherein Sustainability linked retention commitment was scoring the highest average.


[bookmark: _Toc241230594]4.3.3 Reliability 
· Plan A Green HRM Practices
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[bookmark: _Toc238120813]Figure 4.22: Reliability for Plan A Green HRM Practices  	
(Source: SPSS)
The plan A Green HRM Practices measure was found to be reliable on the internal consistency. The number of valid cases, according to the case processing summary is 71 cases or 94.7% of the total sample, while the number of cases with value of zero is excluded which is 4 cases or 5.3%. The reliability statistics showcase a Cronbach’s Alpha of 0.854 for measurement items. This α statistic falls well above the standard academic value of 0.70, thus demonstrating an acceptable internal consistency and reliability in empirical research.



· Employee Attraction
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[bookmark: _Toc238120814]Figure 4.23: Reliability for employee attraction  	
(Source: SPSS)
The result of the reliability analysis for employee attraction is shown in figure 4.23.The reliability analysis for the employee attraction subscale is shown in figure 4.23. The case processing summary showed that there were 86.7% of valid cases (N = 65) and 10 cases (13.3%) were deleted due to listwise deletion. The reliability found based on the statistics is an exceptionally high Cronbach alpha value of 0.900 in 5 items. This high alpha score demonstrates content validity and structural reliability of the questionnaire items determined in employee attraction (Shrivastava and Shukla, 2023).  



· Employee Engagement
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[bookmark: _Toc238120815]Figure 4.24: Reliability for employee engagement  	
(Source: SPSS)
The reliability metrics for the employee engagement construct are given as this output. For the case processing summary, there are 66 valid cases, which represent 88.0% of the total sample, and 9 excluded cases, 12.0% of the total sample. The reliability statistics show a Cronbach’s Alpha of 0.929 for 6-items. The alpha score is outstanding and shows the highest internal consistency when these scales are measured, confirming that the items have a strong measure of internal consistency without measurement error.
[bookmark: _Toc241230595]4.3.4 Crosstabs
[bookmark: _Toc238120816][image: ]
Figure 4.25: Crosstab between Age and attractiveness of sustainability communication   
(Source: SPSS)
Figure 4.25 shows a cross-tabulation of participant age brackets with their perception of whether sustainability communication improves the employability of Marks & Spencer. The youngest age group (18–24) is concentrated with 16 responding Strongly Agree, and only one responding Disagree. The 35-44 age group is very similar with one cluster displaying 15 counts in the Strongly Agree definition and 5 in the Strongly Disagree. The 25-34 range shows a evener spread between Agree, Neutral, and Strongly Agree, and More than 45 has a significantly higher number of Strongly Agree (7) than Strongly Disagree (4). This summarization shows that younger and mid-career professionals are broadly seeing green communication as an asset, whereas there are significant differences in the perceptions of older professionals.[image: ]
[bookmark: _Toc238120817]Figure 4.26: Crosstab between Education level and employee engagement through green practices     	
(Source: SPSS)
This figure explores the effect of green workplace practices over employee engagement across the different educational levels. The visual distribution shows that the largest concentration was for those who Strongly Agree (16) and also for those who Strongly Disagree (10), Neutral (4), Disagree (3) and Agree (2). The respondents with Higher Secondary background had 7 “Strongly Agree” and 4 “Agree”, 2 “Disagree” and 2 “Strongly Disagree” counts. 
[bookmark: _Toc241230596]4.3.5 Correlations	
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[bookmark: _Toc238120818]Figure 4.27: Correlations between PlanA Green HRM Practices, Employee Attraction & Employee Engagement
(Source: SPSS)
This correlation matrix shows the bivariate relationships among the core study variables using 75 participants (74 for sustainability retention commitment). The statistical results give positive associations that are not only great and positive, they are also statistically significant at the 0.01 level (2-tailed). Plan A Green HRM Practices has a strong correlation with Employee Attraction at r = 0.831, and Employee Engagement at r = 0.738. Moreover Sustainability Retention Commitment is highly correlated with Plan A practices (r = 0.601), Employee Attraction (r = 0.755), and Employee Engagement (r = 0.759). The high relationships indicate that green HR practices can be correlated with increased attraction of the organization and employee engagement.
[bookmark: _Toc241230597]4.3.6 Regression
· Employee Attraction	
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[bookmark: _Toc238120819]Figure 4.28: Regression on Employee Attraction
(Source: SPSS)
This regression summary analyzes the predictive ability of Plan A Green HRM practices with respect to employee attraction in the retail sector. The model summary shows: R Square is 0.691, and Adjusted R Square is 0.687 which means about 69.1% of the variance in an employee’s attraction can be explained by green HRM practices. The overall statistical significance of the model is confirmed by the F-statistic in an ANOVA table (163.370, significant level p = 0.000). Also, the Durbin-Watson statistic is 1.950 which is near the between 1.5 and 2.5 range, indicating no autocorrelation in the residuals. 
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[bookmark: _Toc238120820]Figure 4.29: Regression coefficients of Employee Attraction
(Source: SPSS)
This coefficient output provides information about the coefficient parameters to model line relations for attraction of employees. The coefficient (B) for Plan A Green HRM Practices is 0.849 while the standard error is 0.066, giving the standardized beta coefficient of 0.831 and the t-value of 12.782 (p = 0.000) and the constant is 0.548 (p = 0.040).  The collinearity statistics provide absolute safety from multicollinearity problems, having a Tolerance of 1 and a Variance Inflation Factor (VIF) of 1.000. The collinearity diagnostics further confirm the stability of the model in dimensions.
· Employee Engagement
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[bookmark: _Toc238120821]Figure 4.30: Regression on Employee Engagement
(Source: SPSS)
This regression model analyzes the effect of Plan A Green HRM practices in predicting employee engagement. According to the model summary, 54.5% of the variance of the employee engagement is directly explained by green practices with adjusted R Square = 0.539. The ANOVA table directly below shows that the model is highly significant with the F-value equal to 87.396 (p = 0.000) in 73 degrees of freedom. Furthermore, the Durbin-Watson statistic is 2.285, suggesting independent error terms, and providing support for the statistical reliability of the regression analysis.
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[bookmark: _Toc238120822]Figure 4.31: Regression coefficients of Employee Engagement
(Source: SPSS)
The following table shows the coefficient values for the employee engagement regression equation. Plan A Green HRM Practices has an unstandardized coefficient of 0.786 with standard error of 0.084 with a standardized beta of 0.738, t value of 9.349 (p = 0.000) and constant of 0.630. The collinearity statistics do not indicate thoughts of multicollinearity, as they are both Tolerance = 1.000 & VIF = 1.000. This study has found that statistically M&S’s green HRM framework plays a primary role in boosting internal employee engagement.
[bookmark: _Toc241230598]4.4 Chapter Summary
This general review of the survey results suggests that M&S’s Plan A and impact on employer attractiveness, recruitment communication, green training, employee engagement and environmental commitment is generally well received. Sustainability communication has largely been perceived as achieving responsible-employer brand equity and attracting prospective hires, whereas green-activities in the workplace and sustainability engagement foster increased employee engagement and commitment. The results also indicate some neutral and negative perceptions in relation to the consistency and effectiveness of the green training and participation. The overall findings fulfil the research questions and objectives. 


[bookmark: _Toc241230599]Chapter 5: Discussion 
[bookmark: _qe0s7jm895iw][bookmark: _Toc241230600]5.1 Chapter Introduction 
This chapter interprets the results obtained through the analysis presented in Chapter 4 and it highlights them in correspondence with the theoretical and literature base provided in Chapter 2, and with regard to the methodological approaches provided in Chapter 3. The chapter draws the link between the statistical results and the views of researchers in the field of HRM, specifically Green HRM, and employer branding/employee engagement. It also revisits the research objectives to gauge the effect influenced by the empirical evidence and looks at the limitations of the analysis. 
[bookmark: _fkacz9llo1f2][bookmark: _Toc241230601]5.2 Discussion of key findings
[bookmark: _1hs29oobxd64][bookmark: _Toc241230602]5.2.1 Interpretation of results 
The SPSS findings presented in Chapter 4 provide a multi-layered view of how Marks & Spencer’s Plan A operated as a HRM approach to green within the retail workforce surveyed. Descriptive statistics show overall positive attitude of HRM practices (3.73), employee attraction (3.72) and employee engagement (3.56) before the highest mean of 3.95 for sustainability retention commitment of Plan A. It indicated that all constructs were rated item-wise positively, but the highest rating was for the retention related security for sustainability commitment. This, in turn, signifies that the long-term organizational credibility is a more appealing cue than pull factors. However, the reliability statistics (Cronbach’s Alpha values from 0.854 to 0.929 for the constructs) indicate that the questionnaire items were measuring coherent underlying constructs, providing confidence for the frequency-based interpretations.
On the other hand, the correlation matrix is of fundamental importance to understanding the type and strength of the relationships specified in the hypotheses. The correlation between Plan A Green HRM and employee attraction was found to be high and significant at 0.01 level (r = 0.831) and the correlation between Plan A Green HRM with employee engagement was found to be moderate to strong and significant at 0.01 level (r = 0.738). These numbers against the regression outputs indicate that 69.1% of the variance in employee attraction and 54.5% of the variance in employee engagement were explained by Plan A. 
However, the difference in the two R Square values is noteworthy, as attraction seems to be more direct and as a direct task of sustainability signalling. Conversely, engagement plausibly has been influenced by aspects of the work experience that are not only related to Plan A, but also include leadership behaviour, remuneration, and everyday practice at work. This differentiation is relevant to research objective 1 as it is related to communicating sustainability to people who are interested in the programme, overwhelmingly relates to the statistical relationship from the attraction-side (Vlastici, 2024). Conversely, objective 2 relates to training and engagement where this was generally a comparably weaker, though still statistically significant (p value) relationship.
Moreover, contextual texture is provided by the frequency and crosstabulation data that provide the numerical relationships. These figures on recruitment communication directly support RQ1 and Objective 1, such as 64.0% who agreed that Plan A helped M&S to look like a responsible employer, and 65.3% who agreed sustainability communication made the organisation more attractive. Nevertheless, there was a consistent negative message band, occurring at between 21% and 31% on most items, suggesting that the message of sustainability was not consistently preferred. This disparity is further highlighted in the cross-tabulation of age and perceived attractiveness of sustainability communication, as younger and mid-career respondents reacted more positively than older ones, and some of the latter even gave comparatively high levels of disagreement. A noteworthy aspect of this pattern is that the effect of educating students for Plan A was not consistent among all workers.
Additionally, while the neutral response group was relatively small for most items (generally between 2 and 12 percent), it was not insignificant, and, in many ways, concludes that the group was open to the positive aspects of Plan A but not certain enough to answer positively in all instances. This ambivalence is not a difference without significance from disagreement, as a lack of exposure to sustainability messages could also mean that people are not actively disagreeing (Ma and Hmielowski, 2022). Further, analysis conducted on the Durbin-Watson statistics for both the regression model of the data for attraction and for engagement, 1.950 and 2.825 respectively, indicates the absence of autocorrelation among the residuals. This further bolsters confidence in the validity of the relationships found with the models and the results in the generation phase come from the real data surveyed.
Further, regarding RQ2 about who benefited most from green training, the frequency data for training provision, understanding of responsibilities, and the actual adoption of behaviour indicated the extent of agreement. This featured a general downward trend from 62.7% positive agreement to 63.9% positive to 56.0% positive. This decrease for the group of training-related items points to a disparity between accuracy of training exposure and accuracy of environmental behaviour. This would not be apparent in aggregate reliability or regression scores alone but would be evident only through a granular analysis where frequency is examined.
Finally, the methodological decisions described in Chapter 3 had an impact on the validity of these results. The positivism philosophy and deductive approach allowed the study to test their hypotheses by comparing measurable indicators due to the quantitative nature of their research questions (Kaluarachchi, 2025). In this regard, the descriptive research design and the five-point Likert scale questionnaire permitted meaningful comparisons across demographic subgroups, and with the upper end slightly below 70–100, random sampling of 75 employees, managers and HR professionals was representative of the retail workforce. 
All the above evidence is produced by using SPSS for frequency, descriptive, reliability, correlation and regression analysis. These analyses alone, or displacement of individual analyses in the absence of these were not applicable, and the distinction between attraction-side and engagement-side would not have been statistically observable. Overall, the quantitative findings offer evidence to refute the null hypothesis, as both attraction and engagement outcomes showed a statistically significant relationship with Plan A practices (Shamim et al., 2025). These complexities, however, were demonstrated in the varying strength of relations, the difference in demographic perceptions, and the drop in level of agreement over successive training items. This, in turn, means that the research questions were not totally covered but rather uncontroversially confirmed, shaping how the objectives were met in recruitment communication, training engagement, and organisational hiring processes.
[bookmark: _xhlx7utjs724][bookmark: _Toc241230603]5.2.2 Linking with key literary works 
The survey findings are consistent with many of the theoretical and empirical perspectives outlined in the literature review, and conversely reveal points of tension that were already suggested in the literature. Supporting this, Rosa et al. (2025) postulated that implementing sustainable practices helps P&C to enhance their reputation and present themselves as a good employer, with 64.0% of respondents stating they agreed. In this regard, Plan A helped M&S to be seen as a good employer, and there was a strong relationship between Plan A practices and employee attraction (r = 0.831). The conceptual connection that Rosa et al. outline between the concept of sustainability signalling and the concept of employer reputation works to a measurable degree in this sample, as evidenced by the statistical strength. 
Likewise, Nanjundeswaraswamy et al. (2025) and Elkhweildi et al. (2025) established that embedding ESG into GHRM is a strategic tool for recruitment, which was further aligned with the recruitment-related questions used in the survey in the current study. This is where Plan A’s successes were reported as positive by 66.7% of respondents. This is consistent with Objective 1 about the communications Plan A as it makes around its successes through the recruitment channels.
But, according to Labelle et al. (2025), sustaining sustainability does not automatically make it attractive as job seekers are more sensitive to greenwashing and impact fades when not implemented or if not understood by all staff. The survey shows some confirmation of this with the steady negative bands of response from about 21% to 31% for most items relative to the attractions of the hospitality sector. These persistent pockets of misunderstanding may give some indication that a share of the respondents doubted the message of sustainability was sufficient to be convincing or was not connected to how they experience their workplaces, in line with Labelle et al.‘s scepticism about superficial sustainability communication.
Sathish and Indradevi (2026) also commented that employer branding centered on sustainability would become unconvincing if the sustainability policies within the organisation did not incorporate this same message. In this regard, the analysis showed relatively higher disagreement, as opposed to uniformity of organisational alignment for each of the age groups, as might have been expected, lending indirect support to this concern.
For engagement, Mishra and Mishra (2025) and Rasheed (2025) advocated for sustainable workplace behavior as a means to create a sense of belongingness and purpose in employees. This matched the positive responses to the association of green workplace practices and sense of belongingness (71.3%) and the high correlation between Plan A and engagement (r = 0.738). However, Farag (2026) suggested that the programs that promote sustainability are ineffective if they are not intentional but rather to “look sustainable.” This is especially the case when it leads to more work without providing training or managerial support. However, the waning agreement with the training items across the green, from 62.7% on the training was adequately down to 56.0% on the training was translated into actual behaviour. 
Also, for embedding sustainability credibly, literature led by Alemu (2025) and Modise (2025) underscored the contribution of leadership, while on the other hand Lorenz (2025) indicated that if leadership is to be sustained without the involvement of related recognition and support systems, there will be no engagement. However, the engagement scores are somewhat moderate compared to the attraction scores, which indirectly aligns with Lorenz’s caution given that engagement seems to depend on other factors occurring concurrently with sustainability communication, as observed by Ahmed et al. (2025).
[bookmark: _luw3jwb64ceq][bookmark: _Toc241230604]5.2.3 Linking survey findings with objectives 
· Link with objective 1-
This objective is supported by evidence from the survey questions related to recruitment where 66.7% of the respondents agreed that sustainability information is used effectively in recruitment messages and 64.0% agreed that the information on sustainability is routinely included in job advertisements. In terms of statistical validation, there is a strong correlation between Plan A practices and employee attraction (r = 0.831), and a regression R Square of 0.691 supports the idea that the recruitment-focused sustainability communication held meaning for the candidates. A crosstabulation of age on communication attractiveness, however, demonstrated significantly higher acceptance rates at the younger and mid-career age groups than at the older level stages. This suggests that the diversity of talent pools reached by this communication is not entirely consistent with all the percentages. This is a subtle distinction because the target stated is diversified talent pools, and the fact that the proportion of respondents is different indicates that the effectiveness of communication is dependent on respondent profiles and not uniformly persuasive.
· Link with objective 2-
The lowest evidence here lies with the sequential training-related items where 62.7% agreed that training was adequate, but only 56.0% agreed to actual behavioural adoption of sustainable practices. The lowering level of demand sophistication from training programmes to the evidence of engagement shown in this pattern is not seen in the provision of training. This is especially in light of the regression results, where the impact of training programme sophistication on engagement was 54.5% compared to the 69.1% impact on attraction. This, in turn, shows a shift toward more consistency in contribution to external perception and attraction-related outcomes than contributions to sustained internal engagement (Nowy et al., 2026). It further challenges the double tenet of this objective without supporting both sides.
· Link with objective 3-
This objective is an aspirational rather than measurable one and is not directly tested in the survey instrument, but the statistical evidence provides the empirical underpinning for recommendations to be made. Looking at the regression coefficient for the attraction side (0.691) versus the engagement side (0.545), for the indexes and the positive and negative response bands for 20–30%, for the majority of the items, it seems that there may be specific aspects of HR investment that would be more beneficial, such as training reinforcement and consistency of communication across age cohorts (George et al., 2024). The correlation between Plan A and sustainability retention commitment (r = 0.601) also suggested that the ROI pathway for retention commitment and its outcomes could be more measurable than the pathway of engagement, as the mean score of sustainability retention commitment was the highest among all constructs.
[bookmark: _mzw8agpumm5m][bookmark: _Toc241230605]5.2.3 Theoretical justification of the findings 
The findings also resonate with the theoretical frameworks presented in Chapter 2. These two theories are related to two aspects of the statistical pattern in terms of the study’s findings. The retention and attraction-side reciprocity seen in the correlation matrix is accounted for more persuasively by Social Exchange Theory. Conversely, the Resource Based View highlights the comparative lack of variance explained in the engagement side of the model and is still being driven by resources assets outside of day to day employee behaviours.
· Justification to Social Exchange Theory 
As quoted by AJOBI et al. (2025), Social Exchange Theory recognised that the employee-organisation relationship is a two-way process, with employees reciprocating organisational investment in the form of commitment, trust and engagement. The correlation data provides this theoretical lens and conveys a strong positive relationship between Plan A, HRM practices and employee attraction (r = 0.831) and Plan A, sustainability retention commitment (r = 0.601) with the latter having the highest mean score on all constructs (3.95). Consequently, the higher number of respondents reporting a sense of on-going organisational actions around sustainability was associated with their willingness to stay committed, a relationship that mirrors the theory’s logics of the spiritual exchange (Powell, 2026).  
However, this theory is less powerful in explaining each of the constructs, with the correlation to engagement (r = 0.738) being somewhat lower than the correlation to attraction. The results suggest that, at least as regards the degree of initial commitment intention and initial perception, reciprocity is more apparent as an explanation for commitment willingness than it is as an explanation for active engagement over the long term. This, however, cannot be fully explained by the aggregate correlation figures without this theoretical context.
· Justification to Resource Based View 
When employee skills, culture and knowledge are discussed through the lenses of the Resource Based View (Bahasoan et al., 2025), the findings reveal that these represent strategic internal resources that are developed through sustained practice. The results of the regression are a helpful test of this proposition. Nevertheless, the model’s limited ability to explain employee engagement indicates that while sustainability can be an external signalling resource, it does not look as convincing of an internally embedded resource as it does for attraction. Also, In RBV, the variance in the attraction of employees was better explained by Plan A (69.1%) than the variance in the engagement of employees (54.5%).
As an external perception, attraction shows a relatively significant statistical relationship with the indicator of sustainability signalling, while engagement as defined by RBV as a performance behaviour stemming from a deeper capability in the organisation and engendered through continued practice exerts a fairly weak statistical relationship (Kero and Bogale, 2023). This means that Plan A might be doing well as a resource for recruitment, but it is not necessarily one that is as institutionalized as a goal attainment over time, and not one that is as difficult to replicate as an organizational capability, as RBV suggests. This interpretation is further supported by the decreasing consensus from training adequacy to actual behavior practiced, as the RBV’s paradigm building concept of resources is based upon practice and reinforcement. Also, this is based on the actual behavioral adoption measured as consensus is not completely evident across sequential green training items where training exposure does not lead to a consistent measure of behaviour practiced.
[bookmark: _d19ye5xqmv0o][bookmark: _Toc241230606]5.3 Limitations of the work 
The survey only included 75 respondents, and targeted only staff, managers and HR professionals within the UK retail-based industry. The quantitative design using Likert scales is more appropriate for measuring the frequency patterns, but does not allow for the respondents to provide the qualitative reasons for the lessening agreement levels when assessing the sequential items, including those on green training behavioural adoption (Alabi and Jelili, 2023). 
However, the cross sectional design of data collection resulted in perceptions at one point in time as the predictions of whether attraction or engagement changed as Plan A programs evolved and as employees experienced increased exposure over time was not possible. Furthermore, the use of self-reported perceptions can bring elements of response bias because respondents were self-selected from LinkedIn, Facebook and job boards, and thus not necessarily representative of less active employees on social media (Grimmond et al., 2025). 
Finally, the age bias of the 35-44 age group with some findings also comprising lower or elder employees may not be representative of young or senior workers’ views. Moreover, the regression models tested only Plan A practices as other factors considered in the literature but not included in the survey were not used.
[bookmark: _z0hafvhy86f5][bookmark: _Toc241230607]5.4 Future prospect of the results 
Future research should examine the relationship between attraction and engagement perceptions across several years in a longitudinal framework as Plan A efforts progress to assess if the impact of each initiative becomes more similar as they are implemented over time. In this regard, qualitative data gathered through interviews and included in the quantitative framework may give a more detailed account of the differences in agreement across training-related items than is possible in a frequency data alone. 
Comparative analysis would also be possible when brands are expanded across multiple retailers in the UK to assess whether there is a universal correlation of Green HRM across the industry or if it is more specific to M&S’ strategic approach to sustainability (Asmare and Zewdie, 2022). For future research, other predictors variables such as leadership style, compensation and organisational culture may be added to the regression models to assess their relative importance in addition to Plan A practices when explaining the variance in engagement. 
In addition, demographic sub groups can be analysed further such as the age-distributions in the cross table which could be used as a focus for targeted communication to attract recruits (Peña et al., 2023). These directions would together develop the statistical framework that lies at the base of the current study, but not be able to completely overcome the gaps of explanation which a single cross sectional quantitative survey would leave.


[bookmark: _Toc241230608]Chapter 6: Conclusion
[bookmark: _Toc241230609]6.1 Conclusion
The researchers found that Marks & Spencer's Plan A Green HRM practices had a positive impact on employee attraction and engagement in the UK's retail industry. The survey results indicated a positive impression of M&S as a responsible employer due to sustainability communication, and a more attractive organisation to potential employees. It was also found that the use of sustainability information in recruitment messages and in job advertising aided the hiring process by conveying the organisation’s values around sustainability to the potential candidates. The results also confirmed that green training was beneficial for the employees. 
Most respondents concurred that training on the environment enabled them to appreciate their duty towards the environment and motivated them to behave responsibly in their workplaces. This enabled the research findings to back up the notion that employees were also involved in delivering sustainability and were not merely recipients of organisational policies. In addition, recent studies revealed that green training and green skills may contribute to employees' engagement for sustainable HRM. However, M&S may get better outcomes if sustainability training was linked with the work and development process. The research also revealed the fact that Plan A’s influence on workers happened via green workplace practices, sustainable actions and environmental responsibility. 
Such practices were linked to higher levels of employee involvement, commitment and staying at an organisation. This was aligned with M&S' strategy of Plan A 2030 and recognising the link between sustainability and colleagues, communities and future talent. M&S now tell us that their team focus is around development, inclusion, wellbeing and providing a place for colleagues to develop. The study findings ultimately showed that Green HRM is useful in bridging the environmental responsibility components with HR outcomes. However, there were some neutral and negative comments about the need for further improvements in sustainability communication, training and employee involvement. 
Communication, green training and the involvement of more employees and the greater integration of sustainability and recruitment should therefore be emphasised in future. This would support M&S to become a more sustainable organisation in attracting, engaging and retaining employees. 
[bookmark: _Toc241230610]6.2 Linking with Objectives
· Objective 1 
The study critically related Objective 1 to recruitment and employer branding communication by M&S. Organisations can use sustainability communication in the retail sector to communicate their values to potential employees (Schultz, 2025). For M&S, Plan A is part of their business purpose, linking environmental and social responsibility to their people and communities. This may help M&S to brand itself as a responsible employer and help to attract candidates who prioritise sustainability issues. But, for recruitment communications to gain credibility and trust among various talent pools, they must be clear, credible, and relate to work experience.  
· (ii) Objective 2 
Objective 2 was associated with the role of green training and development to enhance employee engagement at M&S. For retail employees, it is crucial to have hands-on expertise in incorporating sustainability into store management, operations, and customer interactions (Rahman and Akhtar, 2025). One of the ways M&S' Plan A approach linked sustainability with colleague participation, development and workplace responsibility. It also implemented its early Plan A strategy, which included training and Plan A Champions to ensure employees have some understanding of sustainability and to inspire them to get involved in the workplace. Considering this, green training could have the benefit of increasing staff members' understanding, participation and link to the values of the organisation, and could have the positive effect of making M&S a more attractive organisation to work for and provide meaningful training and development to potential staff.  
· (iii) Objective 3 
Objective 3 was related to enhancing value obtained from Green HRM practices in the UK retail sector. Sustainability can be a value creation element for M&S if recruitment and training, employee development and engagement at work can complement and help to drive its wider Plan A commitment. Retail leaders may concentrate on embedding sustainability in job advertisements, career development and employee involvement (Frazer and Hewitt, 2025). Sustainability and talent management are connected in M&S's current strategy, which links Plan A to colleagues, communities and future talent, raising the case for how sustainability and people management could be integrated to reinforce organisational capability and attractiveness to the employer.  
[bookmark: _Toc241230611]6.3 Recommendations
Recommendation 1: Integrate Plan A into Green Recruitment and Employer Branding 
Plan A needs to be more ingrained in M&S recruitment advertising, career pages, interviews and onboarding throughout the retail business. It is advisable to communicate the concepts of sustainability in job advertisements, showing the connection of sustainability to employees' tasks and the overall customer experience (Durmaz et al., 2026). Sustainability (S) messages should be consistent throughout the recruitment process with no overstated environmental claims. This can be done via standard recruitment templates, sustainability-related questions and Plan A induction information. It can set out to distinguish M&S from other stores, draw in candidates who prefer to work with businesses that are responsible, and drive engagement from the outset by aligning the new employees' work with the organisation's purpose. 
· Recommendation 2: Develop Practical Plan A Training and Employee Sustainability Champions 
M&S needs to be more specific about the development of Plan A practical training and make this a universal programme across stores, distribution and support functions so that staff can appreciate how sustainable issues relate to their business as everyday workers. Reduce waste, responsible sourcing, energy efficiency and sustainable customer practice should be part of the training (Nguyen, 2026). Individuals in the position of being selected could be Plan A sustainability champions to support their fellow colleagues and to promote participation in local initiatives. The introduction of Plan A Champions has previously enabled Plan A to be explained to colleagues and motivate them. This can boost employee engagement, knowledge and ownership and provide meaningful professional learning. It can also appeal to the candidates who are looking for an employer who offers meaningful learning and work development. 
· Recommendation 3: Link Plan A with Career Development, Recognition and Employee Voice 
M&S should align Plan A engagement with the development of their career, rewards for employees and opportunities for their input on sustainability ideas. Managers might incorporate sustainability behaviours in development discussions and reward staff who suggest ways to be more sustainable in stores and customer operations (Garg et al., 2025). Frequent employee meetings could be used to involve employees in the development of ideas and to give them feedback on what is and what is not being done. This would turn Plan A into a workplace programme to involve the people you wish to participate, as opposed to a corporate sustainability programme. Increased involvement improves degrees of belonging, motivation and commitment, and a visible pathway and meaningful work enhances the attractiveness of M&S in the competitive retail sector labour market in the UK.  
[bookmark: _Toc241230612]6.4 Research Limitation
One limitation of the study was the cross-sectional quantitative design that measured respondents' perspectives at a single time, and thus did not provide for causal effects over time. Self-reported questionnaire responses also might have yielded response and perception bias. In addition, the results might not be generalisable to the wider UK retail sector as respondent attributes may not necessarily reflect the wider retail workforce and candidates. The limitations meant that a more in-depth understanding of the evolution of the employee's experience was limited and the findings were only applicable to the specific situation.  
[bookmark: _Toc241230613]6.5 Future Implications
Future research should explore Plan A longitudinally and through mixed methods to determine the potential of sustainability practices to be effective at attracting and engaging employees over time. Comparative studies of all retailers might be able to pinpoint the effective green HRM practices and differences in sectors. More research is also needed on employee empowerment, green training, wellbeing and sustainable career development to better understand employee centered sustainable and provide better HR strategies for the retail sector. 
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[bookmark: _Toc241230618]Appendix 3: Survey Questions
1. What is your age?
· 18–24
· 25–34
· 35–44
· More than 45
2. What is your Gender
· Male
· Female
· Prefer not to say
3. What is your Education Level
· Higher Secondary
· Diploma
· Bachelor's Degree 
4. Do you think M&S clearly communicates its Plan A sustainability activities to employees? 
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
5. Do you think M&S uses sustainability information effectively in its recruitment messages? 
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
6. Do you believe Plan A helps M&S present itself as a responsible employer? 
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
7. Do you believe sustainability communication makes M&S more attractive to potential employees? 
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
8. Do you think M&S includes sustainability information when advertising job opportunities? 
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
9. Do you think recruitment messages about sustainability can encourage candidates to apply for M&S jobs?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
10. Do you believe M&S can attract a wider range of candidates through effective sustainability communication?? 
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
11. Do you think sustainability practices influence your opinion of M&S as an employer? 
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
12. Do you think M&S provides employees with sufficient training about environmental sustainability? 
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
13. Do you believe green training helps employees understand their environmental responsibilities at work? 
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
14. Do you think sustainability training encourages employees to adopt environmentally responsible behaviours?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
15. Do you think green workplace practices increase your level of employee engagement?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
16. Do you believe employees feel more involved when they participate in sustainability activities?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
17. Do you believe employees are more committed when their organisation demonstrates environmental responsibility?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
18. Do you think sustainability practices influence an employee’s decision to join M&S?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
19. Do you think employees are more likely to remain with an organisation that demonstrates environmental responsibility?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
20. Do you think M&S should further integrate sustainability into its recruitment, training and employee retention practices?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree


[bookmark: _Toc241230619]Appendix 4: Survey Respondent
[image: Forms response chart. Question title: 1. What is your age?. Number of responses: 75 responses.]
[image: Forms response chart. Question title: 2. What is your Gender. Number of responses: 71 responses.]
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[image: Forms response chart. Question title: 4. Do you think M&S clearly communicates its Plan A sustainability activities to employees?. Number of responses: 73 responses.]
[image: Forms response chart. Question title: 5. Do you think M&S uses sustainability information effectively in its recruitment messages?. Number of responses: 74 responses.]
[image: Forms response chart. Question title: 6. Do you believe Plan A helps M&S present itself as a responsible employer?. Number of responses: 73 responses.]
[image: Forms response chart. Question title: 7. Do you believe sustainability communication makes M&S more attractive to potential employees?. Number of responses: 73 responses.]
[image: Forms response chart. Question title: 8. Do you think M&S includes sustainability information when advertising job opportunities?. Number of responses: 72 responses.]
[image: Forms response chart. Question title: 9. Do you think recruitment messages about sustainability can encourage candidates to apply for M&S jobs?. Number of responses: 73 responses.]
[image: Forms response chart. Question title: 10. Do you believe M&S can attract a wider range of candidates through effective sustainability communication?. Number of responses: 72 responses.]
[image: Forms response chart. Question title: 11. Do you think sustainability practices influence your opinion of M&S as an employer?. Number of responses: 74 responses.]
[image: Forms response chart. Question title: 12. Do you think M&S provides employees with sufficient training about environmental sustainability?. Number of responses: 74 responses.]
[image: Forms response chart. Question title: 13. Do you believe green training helps employees understand their environmental responsibilities at work?. Number of responses: 74 responses.]
[image: Forms response chart. Question title: 14. Do you think sustainability training encourages employees to adopt environmentally responsible behaviours?. Number of responses: 72 responses.]
[image: Forms response chart. Question title: 15. Do you think green workplace practices increase your level of employee engagement?. Number of responses: 71 responses.]
[image: Forms response chart. Question title: 16. Do you believe employees feel more involved when they participate in sustainability activities?. Number of responses: 72 responses.]
[image: Forms response chart. Question title: 17. Do you believe employees are more committed when their organisation demonstrates environmental responsibility?. Number of responses: 72 responses.]
[image: Forms response chart. Question title: 18. Do you think sustainability practices influence an employee’s decision to join M&S?. Number of responses: 69 responses.]
[image: Forms response chart. Question title: 19. Do you think employees are more likely to remain with an organisation that demonstrates environmental responsibility?. Number of responses: 71 responses.]
[image: Forms response chart. Question title: 20. Do you think M&S should further integrate sustainability into its recruitment, training and employee retention practices?. Number of responses: 73 responses.]
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