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[bookmark: _Toc234398118]Introduction and Background
UK retail is a significant employer, and employment in retail is often characterised by insecure hours, low pay, pressures on workers from customers and high labour turnover. Under such circumstances, the awareness of employment rights is important. Rights are not only legal rules, but they also have implications for employees' perception of fairness in an organisation (Papadopoulos, Lopez‐Andreu and Jamalian, 2021). Retail employees who know they have pay, holiday, sick leave, flexible working, discrimination, dismissal, grievance and union-related rights might feel better equipped to stand up for themselves if poorly treated. But this awareness can be a negative as well when workers find the gap between words and deeds. Thus, the issue of this topic is not about whether the rights are on paper or not. It's about the potential impact of making employees aware of their rights on trust, loyalty and attachment to their retail employers (Zhang, Zhang and Zhou, 2021). Organisational commitment is helpful here as it bridges the gap between legal awareness and organisational behaviours. The Meyer/Allen model breaks commitment down into affective, continuance, and normative components. This approach helps to prevent a short-term and narrow understanding of commitment as ‘loyalty'. A worker can remain due to feeling appreciated, feeling like they cannot afford to leave or feeling like they have to remain (Brown and Souto-Otero, 2020). Each form segment may be impacted by employment rights awareness. For instance, rights communication may enhance affective commitment and rights disputes may elicit continuance commitment in the absence of genuine commitment.
[bookmark: _Toc234398119]Research Problem
Employment rights in the retail sector are legislated for but may be less consistently understood in practice. This poses a research gap issue as organisational commitment is typically followed up on engagement, satisfaction or retention and employee awareness of employment rights is rather a legal or compliance issue (Anner, 2020). Comparatively little research, therefore, is available on how rights like minimum wage, holiday pay, sick pay, working hours and the right to grievance protection and discrimination protection affect a worker's trust, loyalty and intent to stay. This is significant for retail where a large proportion of workers have flexible hours, low pay, more pressure from customers and less say in the workplace (Khan et al., 2020). So, this study examines the problem by collecting primary survey data from 50 UK retail employees and analysing the relationship between employment rights awareness and organisational commitment using basic quantitative methods. 
[bookmark: _Toc234398120]Research Aim
To examine the influence of employment rights awareness on organisational commitment among UK retail employees.
[bookmark: _Toc234398121]Research Objectives
1. To assess the overall level of employment rights awareness among UK retail employees.
2. To examine employees’ awareness of specific employment rights, including pay, holiday entitlement, sick pay, working hours, discrimination protection, grievance procedures and dismissal rights.
3. To measure the level of organisational commitment among UK retail employees.
4. To examine the relationship between employment rights awareness and organisational commitment among UK retail employees.
5. To determine which aspects of employment rights awareness are most strongly associated with organisational commitment among UK retail employees.
[bookmark: _Toc234398122]Research Questions
Main Research Question
What is the relationship between employment rights awareness and organisational commitment among UK retail employees?
Sub-questions
1. What is the level of awareness of key employment rights among UK retail employees?
2. What is the level of organisational commitment among UK retail employees?
3. Which aspects of employment rights awareness are most strongly associated with organisational commitment among UK retail employees?
[bookmark: _Toc234398123]Literature Review
[bookmark: _Toc234398124]Employment rights awareness and workplace fairness
Employment Rights Awareness is the knowledge employees have of their legal rights and rules in the workplace. These can include the statutory right to the minimum wage, statutory right to paid holiday, statutory rights on sick pay, discrimination protection, etc., health and safety, dismissal protection and collective representation in the UK (Kim, Kim and Holland, 2020). No awareness means that a right is hard to use. But awareness can't be a benefit of organisations. Can be used to uphold fairness in management and consistent behaviour. It can reveal contradictions in symbolic policy. This results in an essential tension situation. Employers can communicate rights via handbooks and compliance statements, but employees assess fairness by means of their schedules, workloads, managers' conduct and complaints stored. Learning rights are constrained or not well respected could undermine awareness - and compromise trust. Procedures are a key element in retail, which is generally fast-moving, customer-oriented, and employs many workers (Liang and Yeh, 2020). Thus, rights awareness should be considered as a psychological contract. It informs the employees about the expectations that need to be met by the organisation, and whether those expectations have been met.
[bookmark: _Toc234398125]Organisational commitment in retail work
Organisational commitment is not one single feeling. Meyer and Allen's three-component model (affective commitment, continuance commitment and normative commitment) remains useful because it considers these relationships individually. It's important for retail (Mustchin and Martínez Lucio, 2020). A worker could go to a local shop and not be dedicated to the brand as a whole. Another might be kept because the employer doesn't have any other choice. Therefore, commitment will be regarded as not indicated by retention for the study (Ahmad and Raja, 2021). Employment quality, including salary, security, voice and respect and predictability, are also contributing factors to retail commitment and employees’ perception of trustworthiness of the employer. Basing the argument on good work literature, the key to motivation and productive organisations is good work (Fernández-Kranz and Rodríguez-Planas, 2021). This implies that rights awareness by itself can play a role in commitment as long as it is linked to real fair treatment. Rights awareness can, however, generate feelings of insecurity and inequity, which can lead to a loss of commitment. It is thus a conditional and not automatic relationship.
[bookmark: _Toc234398126]Conceptual framework
The conceptual framework puts employment rights awareness as an independent variable and organisational commitment as a dependent variable. Rights awareness is the knowledge of pay, holiday, sick leave, working hours, discrimination, grievance and dismissal rights that employees have (Gallie et al., 2021). Organisational commitment is defined in terms of affective, continuance and normative commitment, using the framework of Meyer and Allen (1991). The framework content is based on the assumption that awareness may indirectly affect commitment via perceived workplace fairness, perceived psychological contract fulfilment, and perceived trust (LeBaron, 2021). This relationship is supported by social exchange theory, which suggests that employees feel committed toward an organisation based on their perception of fairness by the organisation. But if staff are aware, it may mean they are less likely to be committed if their rights are not well communicated or well respected (LeBaron, 2021). In this study, these relationships will be tested using descriptive statistics and correlation analysis from the results of a Google Forms survey of 50 retail employees from the United Kingdom, which will look at measurable patterns in the sample.
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Figure 1: Conceptual framework
[bookmark: _Toc234398127]Source: Made by Author
Hypotheses
H1: Employment rights awareness is positively associated with organisational commitment among UK retail employees.
H2: Employees with higher awareness of pay, holiday, working hours and discrimination rights are more likely to report higher perceived workplace fairness.
H3: Perceived workplace fairness strengthens the relationship between employment rights awareness and organisational commitment.

Research Gap
The research gap is that primary evidence relating employment rights awareness to organisational commitment is limited amongst UK retail work employees. Previous research has tended to focus on workers' rights alone, fairness or commitment within the workplace, but not on how workers' rights knowledge translates into employer attitudes (Murray and Holmes, 2021). Furthermore, much of the debate on retail employment is around job insecurity, low wages and low turnover; there is less consideration of whether an awareness of one's specific legal entitlements relates to trust, loyalty and intent to remain (LeBaron, 2021). This research fills the void presented by surveying 50 employees in retailing in the UK and conducting quantitative analysis to determine if there is any pattern between the awareness of rights and commitment to the organisation.
[bookmark: _Toc234398128]Research Methodology
The research methodology used in this study will be based on Saunders' Research Onion model, in which he explained the legitimacy of the choice. Primary research will be undertaken due to the need for direct research evidence from retail employees with the revised study (Saunders, Lewis and Thornhill, 2023). The data will be collected using an online questionnaire that is designed using Google Forms. The number of respondents to be targeted will be 50 retail employees currently working in the UK retail industry (Aguinis, Bergh and Molina-Azorin, 2022). It is appropriate and relevant as the theme is knowledge about the rights of work and how this knowledge is related to organisational commitment. Similar responses are possible in a survey in a short time.
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Figure 2: Saunders' Research Onion model 
Source: (Saunders, Lewis and Thornhill, 2023)

[bookmark: _Toc234398129]Research Philosophy
In conducting this research, the philosophy used will be the Positivist orientation. This is suitable as the study will be generating structured data and will be searching for patterns in answers (Saunders, Lewis and Thornhill, 2023). The interest, however, is not in the depth of personal accounts as per interpretivism, but whether the awareness of employment rights seems to have an impact on the level of organisational commitment amongst a small sample (Braojos, Weritz and Matute, 2024). Closed survey questions enable the researcher to measure the concepts of awareness and commitment in a positivistic framework. Employee attitudes, however, are formed as a result of experiences at the place of work, and the results will be considered with caution because findings are not considered as absolute truths.
[bookmark: _Toc234398130]Research Approach
This study will be carried out using a deductive approach. This implies that the research will start with theory and concepts already available, such as employment rights awareness, psychological contract theory, social exchange theory and organisational commitment (Saunders, Lewis and Thornhill, 2023). These ideas will be used to formulate the survey questions. Without doubt, for instance, when workers feel that the organisation's description of rights is clear, they are more willing to trust their employer, are more loyal to it, and are more likely to stay employed within it. Because the study is not intended to be a theory construction attempt, justifying a deductive approach (Deng et al., 2025). Rather, it will see if there is any evidence in UK retail to show effective support for existing ideas.
[bookmark: _Toc234398131]Research Strategy
Survey research is the research strategy that will be used. This plan is appropriate for the study, since it requires 50 responses. A survey enables the researcher to pose the same questions to everyone, and then systematically compares their responses to the questions posed (Badru, Karadaş and Olugbade, 2024). It is feasible as the retail workers might not have much time to dedicate to interviews (Li et al., 2021). The online format allows for easier completion of the survey and may boost the response rate. But the survey strategy is shallower, so the questions should be clear and related to the aim.
[bookmark: _Toc234398132]Research Design
The type of research will be a quantitative type of mono-method cross-sectional type. It's quantitative as most questions will have set answers that are given via a Likert scale - strongly agree to strongly disagree. It is a mono-method as only one data collection method will be employed. Is cross-sectional since data will be collected at one time (Li et al., 2021). This design has been chosen as the aim of this study is to identify patterns between employment rights awareness and organisational commitment of the employees in the United Kingdom in the retail sector (Fantinelli et al., 2023).
[bookmark: _Toc234398133]Data Collection Method
Google Forms will be used for primary data. There will be a brief introduction and a consent statement in the questionnaire, followed by demographic questions and the questions that will be related to the objectives of the research (Lock and Seele, 2015). Demographic questions could include age group, gender, position/role, work experience, and prior retail experience. The main section will cover the knowledge of the rights to minimum wage, holiday pay, sickness pay, work hours, protection from discrimination, rights of grievance and rights of dismissal. Questions will cover commitment levels of trust, loyalty, job satisfaction, desire to remain, and emotional commitment (Dutta, Mishra and Tyagi, 2023). Convenience sampling will be used as the respondents will be accessed via online contacts and networks.
[bookmark: _Toc234398134]Data Analysis Method
The data will be analysed using simple quantitative analysis. Results can be organised and presented using Google Forms and/or Microsoft Excel. Frequencies, percentages, and mean scores will be used for descriptive statistics to show the level of Employment Rights awareness and Organisational Commitment among the respondents (Lock and Seele, 2015). Frequencies, percentages and mean scores will answer Objective 1. Correlation analysis will answer Objective 2. Mean comparisons across different rights-awareness areas will help answer Objective 3. Research can be done to compare and contrast between the groups, e.g. full-time/ part-time employees. The researcher might use simple correlation analysis as a means of exploring the relation among the major variables (Tedone and Bruk-Lee, 2022). Where they are present, open-ended comments will be analysed summarily to supplement the numerical findings.
[bookmark: _Toc234398135]Expected Contributions
The study will support considering the potential influences of awareness of employment rights on organisational commitment in UK retail. It will offer small-scale primary evidence from UK retail employees (Saunders, Lewis and Thornhill, 2023). The study may serve as a reminder for retail employers to avoid shady practices and that it is important to communicate rights clearly, which is not only legally required, but is also good for fostering trust and loyalty (Perkins et al., 2022). The study might also be able to shed light on the role of fair treatment and rights communication in commitment.
[bookmark: _Toc234398136]Ethical Considerations
The use of human subjects highlights the need for ethical procedures. They will be asked to voluntarily participate and will be fully informed about the aims of the study before responding. Informed consent will be obtained when starting the Google Form (Saunders, Lewis and Thornhill, 2023). You will not have to submit any names, email addresses or other identifying information. Participants will be informed that they are allowed to stop prior to submitting. Data will be kept safe and for academic purposes only (Mogaji and Nguyen, 2022). The researcher will try to steer clear of questions which could develop workplace hazards.
[bookmark: _Toc234398137]Limitations
The main restriction of this is the small sample size of 50 respondents. This implies that the results are not representative of the overall population of retail workers in the UK (Sainju, Hartwell and Edwards, 2021). Convenience sampling can be problematic as it accesses those the researcher is connected to and so can be biased. A short answer or less thoughtful answer can be caused by online surveys (Lock and Seele, 2015). Self-reported data might not be completely representative of behaviour at work. Yet, this approach can still be used, which does offer direct, manageable and relevant evidence.
[bookmark: _Toc234398138]Research Timeline
The research will be split into stages. The questionnaire will be designed and checked against the aim and objectives first. Second, where necessary, ethics approval will be sought. Thirdly, the Google Form will be distributed to the participants. Finally, 50 individuals will be subjects in the sample for responses. Fifth, the data will be cleaned and analysed. Lastly, the results will be written, discussed and correlated with literature and questions.
[bookmark: _Toc234398139]Conclusion
This proposal explores one of the factors that might impact upon levels of organisational commitment for UK retail workers; awareness of employment rights. A primary, quantitative and cross-sectional survey design will be used, and specifically 50 respondents will be sampled using Google Forms. Awareness of important workplace rights will be measured and compared to workplace trust, loyalty, satisfaction and intent to stay (Díaz‐Linhart et al., 2025). Despite the small sample size, which prevents generalisation, the study may help to offer some evidence for the potential to enhance commitment via fair rights discourse in today's UK retail workplaces.
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