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Compliance in Major UK Food Retailers 

Muhammad Tariq Abro 

 Abstract 
 

Organisations have strategies and goals to run their businesses smoothly, but in most cases, 

their strategies are not appropriately implemented leading to non-achievement of their goals. 

Strategies require the support of individuals within an organisation to achieve organisational 

goals. The literature has illustrated some examples where employees at middle management 

and operational levels, are seen as important in achieving the organisational goals that are 

planned at the strategic level. 

Employees at middle management and operational levels are considered the most significant 

for compliance with organisational sustainability strategies. Compliance with sustainability 

strategy in food retailers is interdependent; an individual’s commitment and performance 

can affect other members’ performance or endanger the entire sustainability strategy, as 

every individual is indispensable. This study examines the factors affecting employees’ 

organisational commitment for compliance of sustainability and food safety strategy in 

major UK food retailers. 

This thesis aimed to develop a research model about sustainability compliance through 

employees’ organisational commitment. It examined the influencing factors, such as moral 

hazards, goal conflict, information asymmetry, information sharing, trust, incentives, and 

CSR practices. Also, it explained how these factors influence employees’ organisational 

commitment which leads to environmental and food strategy compliance. The current study 

is based on the empirical data collected from two major food retailers in the UK. Also, it 

identified the relationships and their influence on employees’ organisational commitment. 

These factors are drawn from a proposed model, and eight hypotheses were developed for 

investigation. Results suggested that employees’ organisational commitment can influence 

and has a significant positive relationship with sustainability compliance; furthermore, it 

emerged as indispensable for sustainability compliance. This study has implications and 

recommendations for the food retailers, particularly Tesco and Sainsbury to enhance 

employees’ commitment to achieving their sustainability goals. The above considerations 

are reflected in the following objectives: 

1. To examine the factors and their impact on employees organisational commitment in 

major UK food retailers.  
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2. To establish a relationship between the factors and compliance as suggested in the 

proposed model and related hypotheses.  

3. To offer significant findings and implications for research and practice regarding 

sustainability and food safety strategy compliance in major UK food retailers. 

4. To develop a model of sustainability and food safety strategy compliance in major 

UK food retailers.  

Based on previous research and agency theory, eight hypotheses are developed and tested in 

this thesis using a quantitative approach. A questionnaire is developed and sent out to 405 

employees of Tesco and Sainsbury’s; 198 responses were received. Partial Least Squares – 

Structural Equation Modelling is used for hypothesis testing. The study results support 

seven out of eight hypothesised relationships. Supported hypotheses are; goal conflict has a 

negative relationship with employees’ organisational commitment. Information asymmetry 

has a negative relationship with employees’ organisational commitment. Information 

sharing has a positive relationship with employees’ organisational commitment. Trust has a 

positive relationship with employees’ organisational commitment. Incentives have a positive 

relationship with employees’ organisational commitment. CSR practices have a positive 

relationship with employees’ organisational commitment. Organisational commitment has a 

positive relationship with the compliance of strategic sustainability strategy. However, a 

negative relationship of moral hazards having with employees’ organisational commitment 

is unsupported. Furthermore, the results suggest that employees’ organisational commitment 

can influence and has a significant positive relationship with sustainability compliance. 

Possible explanations of the hypotheses are discussed in the results.  

This study examines sustainability compliance empirically. This research provided a model 

based on the empirical evidence which is an addition to the existing literature. It provides a 

rare example of an investigation that incorporates commitment for compliance of 

sustainability and food safety strategies with the use of agency theory. This study used PLS-

SEM that has the potential to test the relationships in a complex model. Also, it provides 

guidance to the focused organisation related in the areas such as hygiene food handling, job 

satisfaction, incentives, information sharing for enhancing employees’ organisational 

commitment for sustainability compliance. The findings can be useful for others in the food 

sectors and in food-related environments. 

Keywords: Influencing factors, sustainability compliance, CSR, food retailers and 

employees’ organisational commitment.  
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Chapter 1 

Introduction 

 

 
1.1 Introduction and Study Background  

Inadequate organisational strategies may fail, but research in strategy implementation 

demonstrates that even good strategies can be unsuccessful during implementation 

(Gagnon et al., 2008). However, all strategies in an organisation may not be a complete 

success or failure, but a mix of both. The main reason organisational strategy may fail is 

that organisations find difficulty in fully implementing these strategies due to the 

changing business environment (Gagnon et al., 2008).  

Many organisations still measure tangible assets such as equipment, property, 

investments though intangible assets such as employees’ knowledge, skills and 

relationships and these can be seen as more valuable in today’s modern businesses 

(Gagnon et al., 2008). All business units and intangible assets that exist within an 

organisation can be linked to strategy. Therefore, all employees should be fully aligned 

and aware of the strategy to create value, i.e. they should be given a thorough 

understanding about the strategy and the benefits of its use as well as to make sure that 

employees comply accordingly to achieve the desired organisational goals. In other 

words, the strategy can be executed when it is understood and can be understood when 

it is described. Organisations develop strategies and have goals to run operations 

efficiently, but usually, their strategies fail to be implemented, and the goals are not 

achieved. The researchers believe that brilliant implementation is more significant than 

brilliant strategy (Gagnon et al., 2008). Individuals’ support within an organisation is 

essential in implementing strategies and achieving strategic goals (Heracleous and 

Barrett, 2001).  

Management literature describes the three levels or layers of management by specific 

roles and responsibilities (Schmidt and Wilhelm, 2000; Estampe et al., 2013). These are 

strategic, tactical and operational levels or layers. Strategic level deals with top-level 

management decisions that involve long-term planning, product design, selection of 

suppliers and strategic partnering. Tactical level performs as middle management which 

involves resource allocation, inventory policies and performance measurement in order 

to achieve objectives established by top-level management. Employees at the 

operational level make everyday business decisions such as scheduling, routing and day 
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to day business. This level requires access to precise data and information to enable 

them to achieve their organisation’s objectives (Schmidt and Wilhelm, 2000; Estampe 

et al., 2013). Alignment between top management, middle managers and operational 

level employees’ is essential to accomplish the organisational goals as the employees at 

lower hierarchical levels are important for implementation of the strategy developed at 

the strategic level (Nketia, 2016).  

Hence, employees at operational and middle management are indispensable for 

attaining organisational goals (Gagnon et al., 2008; Salih and Doll, 2013). Rouleau and 

Balogun (2011), Teulier and Rouleau (2013) state that employees’ at middle 

management level hold a distinctive position in an organisation that provides them with 

an opportunity to influence organisational strategy, and they play an important role in 

strategy outcomes. Middle managers are important in strategy compliance (Huy, 2011) 

as they deal with day-to-day business and the compliance processes; also they can 

overcome potential barriers to strategy compliance (Salih and Doll, 2013). The strategy 

needs support from individual employees in the organisation to achieve organisational 

goals (Gagnon et al., 2008; Nketia, 2016). 

The employees having a low or negative commitment are seen as substantial hindrances 

in achieving strategic goals (Nketia, 2016). In general, employees with a high level of 

organisational commitment exert significant effort on behalf of their organisation, due 

to attachment with the organisation in order to achieve organisational goals (Nouri and 

Parker, 1996; Lord and Dezoort, 2001; Muhammad and Abdullah, 2016). Commitment 

to strategy defined as “… a person's willingness to put forth the effort to pursue the 

strategic direction of the [organisation]” (Ford, Weissbein, & Plamondon, 2003, p.164; 

Nketia, 2016, p.474). Barton and Ambrosini (2013) highlight commitment as a 

precondition for behaviour enabling the achievement of strategic goals. Nketia (2016) 

believes that “Commitment as a construct is fundamental for explaining the relationship 

between individuals and organizations” (Nketia, 2016, p.474).  

As far as sustainability implementation is concerned, committed employees are more 

likely to implement organisational sustainability initiatives (Mesmer-Magnus et al., 

2013). Previous researches have raised a flag of concern for non-compliance of 

sustainability, especially within the food sector. The food sector is a sensitive one, and 

ample research has reported non-compliance with food safety strategy can be 

widespread and problematic (Griffith et al., 2010). The food sector is considered 
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sensitive; various food retailers such as Tesco and Sainsbury’s in the UK face 

challenges due to high impact and large dependence on physical, human and natural 

resources, but it has been found that this is not always successful in guaranteeing 

employee commitment (Kaplan and Norton, 2001). Moreover, their study also 

highlighted a few factors, for example, the microbiological factor, behaviour of 

employees in the food industry as well as the non-compliance of safety rules by the 

food handlers. 

Furthermore, food is a basic human need, and the food sector has a unique and highly 

complex interdependent structure which makes it sensitive. The UK context has been 

chosen for the current study. The food sector is also considered sensitive here; various 

food retailers such as Tesco and Sainsbury’s in the UK face challenges due to high 

impact and large dependence on physical, human and natural resources. In the recent 

past, the sensitivity of this sector has been increased because of the food poisoning 

outbreaks and ever-growing numbers of food-related alerts which need to be addressed 

by applying quality practices with better hygiene. Food poisoning outbreaks such as 

Salmonella, Listeria and Escherichia coli 0157 have made consumers more careful 

about the food they consume. Hence, the focus of this study is on sustainability 

compliance at middle management and operational level employees in the UK food 

retailers.  

Organisational strategy plays a crucial role in linking with operations. However, 

implementing the business strategy in practice often face a challenge. The challenge of 

strategy implementation becomes even greater when dealing with sustainability, as it is 

novel operations strategy that can be difficult in compliance at the middle and 

operational management level. The focus of this study is compliance of sustainability 

and food safety strategy by identifying the influencing factors affecting employees’ 

organisational commitment. The RQs in the current study provide an opportunity to 

investigate the factors affecting employees’ organisational commitment. Also, the aim 

and objectives of the study revolve around the organisation and strategy implementation 

which indicate operations management as a field of study. Gopesh and Gray (2017) 

state that the strategy mainly focuses on strategic positioning of the organisation, while 

organisation as behaviours of individuals and structures and processes within it. They 

further added the domain of strategy and organisation are closely related to each other 

in operations management. Singh (2018) defined operations management as transform 
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desired services or product accordingly within the organisation by applying resources. 

According to Bromiley and Rau (2016), more emphasis of operations management 

research is on empirical studies. In purssuance of Bromiley and Rau, the current study 

is empirical that examines the sustainability compliance at middle and operational 

management employees in the context of major UK food retailers. 

1.2 Research Motivation and Rationale  

The researcher undertook an internet-based search in January 2013, keeping in mind to 

search the top two food retailers of the UK, using key phrases sustainability report and 

major retailers of the UK. The search revealed Tesco and Sainsbury’s as the top two in 

a list of top 50 retailers by sales in the UK (The Retail Week, 2013). Search also 

revealed that seven of the ten retailers had published sustainability reports on the 

internet, among them Tesco and Sainsbury’s were on the top. Moreover, food retailing 

is the largest sector within the UK economy, which is tremendously concentrated with 

85 per cent of all food sales accounted for by just four companies and Tesco and 

Sainsbury’s were leading in the list (Jones et al., 2014). Hence Tesco and Sainsbury’s 

were chosen for the study.  

The largest food retailers are high profile organisations in the UK, and they are an 

essential part in everyday society. Therefore, they have a duty of care to their 

customers, employees, the environment and the economy. The main retailers generally 

emphasise and promote their vast selections of food, value, and food safety to satisfy 

the competitive demands of customers. With regards to employees, retailers are keen to 

show their commitment to employees in the hope that they will be committed to the 

organisation through incentives such as generous pay packages and benefits and 

training and progression. Environmental issues are also the main focus for large 

retailers; therefore they stress on corporate social responsibility (CSR) strategies. 

The literature on strategy implementation indicates that good organisational strategies 

often fail due to the inability of the employees to comply with a strategic strategy and 

adopt the essential behaviours for the achievement of organisational objectives 

(Wooldridge and Floyd, 1989; Gagnon et al., 2008). Gagnon et al.’s (2008) findings 

suggest that committed individuals are susceptible to comply with strategic initiatives. 

Hence, employees have an important role in strategy compliance. Regarding 

sustainability compliance, employees’ environmental initiatives are mostly considered a 

vital success factor in an organisation’s environmental objective. Daily et al. (2009) 
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state that employees' behaviour determines the success of the environmental program 

and most probably may not be achieved as a result of formal reward and measuring 

employees' performance. 

Ample research has demonstrated the importance of employees in accomplishing an 

organisation’s environmental strategy (Hanna et al., 2000; Boiral and Paillé, 2012). The 

studies have shown the significance of the employees’ participation in environmental 

initiatives.  

Also, the literature on food safety reveals that non-compliance with food safety and 

quality can be both problematic and widespread. It has been frequently recorded that 

non-compliance with food safety is not only a microbiological issue, but it is also 

related to an important behavioural component (Redmond and Griffith, 2009). It is 

suggested that food handlers are responsible for 97% of outbreaks (Howes et al., 1996). 

According to the European Food Safety Authority (EFSA, 2010), the food premises of 

the food service caused 48.7% of foodborne illness. The World Health Organization 

(WHO, 2007) reported that 1.8 million people died due to diarrheal cases worldwide; 

the reason was the consumption of contaminated food (Al-Shabib et al., 2016). In 

developing countries, WHO reported more than one-third of the total population are 

affected by foodborne diseases every year. Literature indicates food handlers as an 

important reason in contamination of food (Campos et al., 2009). A significant amount 

of research suggests that food handlers are the major cause in foodborne outbreaks 

(Todd et al., 2007; Roberts et al., 2008; Tokuç et al., 2009). Thus, food safety and 

sustainability were found to be an interesting area to conduct research. 

1.3 The Factors Affecting Employees Organisational Commitment 

Based on the literature and agency theory, negative influencing factors and positive 

influencing factors are identified for this study. The first set of constructs was 

highlighted by Eisenhardt (1989) in agency theory. Also, previous research has 

confirmed that moral hazards (Zhao, 2008), goal conflict (Slocum et al., 2002), and 

information asymmetry (Von Thadden and Zhao, 2012) have a negative relationship 

with the organisational commitment that leads to non-compliance with sustainability 

strategy. The second set of constructs – information sharing (Long, 2000; Sweins and 

Kalmi, 2008), trust (Alfes et al., 2012), incentives (Coyle-Shapiro and Shore, 2007) and 
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CSR practices (Turker, 2009; Choi and Yu, 2014) have a positive relationship with 

employees’ organisational commitment that leads to sustainability compliance. 

1.3.1 Negative Influencing Factors 

Jensen and Meckling (1976, p.308) refer agency theory to agency relationship which is 

defined as a “contract under which one or more persons (the principal(s)) engage 

another person (the agent) to perform some service on their behalf which involves 

delegating some decision making authority to the agent”. “Principals are unaware of 

agents’ actions and that they may or may not behave according to the agreed contract” 

(Bosse and Phillips, 2016, p.276). Agency theory assumes that agents and principals 

have different objectives and through their self-interested actions they try to achieve 

those objectives. According to Eisenhardt (1989), agency problems arise due to (a) 

different goals of principals and agents and (b) the principal cannot verify agents’ self-

interested actions. Additionally, agency theory mentions two aspects of agency 

problems. First, moral hazards denote a lack of effort from agents; the agency problems 

arise due to the unwillingness of agents to commit to agreed efforts. Second, adverse 

selection problems arise when agents misrepresent their ability, and the principal cannot 

verify their skills and abilities due to information asymmetry (Eisenhardt, 1989). 

Therefore, in this study moral hazards, goal conflicts and information asymmetry can be 

identified as having a negative influence on employees’ organisational commitment that 

leads to sustainability compliance. 

Moral Hazards 

Moral hazards arise through a lack of effort from employees who do not take ownership 

of their performance. Research suggests that the agent is more aware of their own work 

goals and activities than the principal because in general, the principal is unable to 

observe all of the actions of the agent (Eisenhardt, 1989; Bosse and Phillips, 2016). 

Therefore the objectives of the employee may not be in full alignment; potentially 

diverging from the expectations set by the principal (Eisenhardt, 1989).  

Goal Conflict 

Goal conflict is the degree to which employees feel that their own goals are mismatched 

to the organisation (Locke et al., 1994; Yan et al., 2016). In the principal-agent model, 

goal conflict poses a risk when the agent disagrees with the strategic goals. 

Furthermore, the literature suggests that the risk increases when the principal cannot 
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identify the agent’s actions, and they are not in accordance with the organisational goals 

(Eisenhardt, 1989). Additionally, previous research has highlighted a negative 

relationship between goal conflict and employees’ organisational commitment (Slocum 

et al., 2002).  

Information Asymmetry 

Another principal-agent issue is information asymmetry which is defined in the 

literature as incompatible or deficient information flow between the agent and principal. 

Furthermore, the agent is more inclined towards their preferences and risk aversion 

behaviour in their work environment than the principal, and subsequently, the principal 

has difficulty in monitoring or assessing the agent’s behaviour (Steven et al., 2014). 

1.3.2 Positive Influencing Factors 

As mentioned earlier, positive influencing factors are identified for this study, a brief 

discussion of which is as follow: 

Effective strategy implementation involves a combination of organisational processes 

and systems; correspondingly, it is essential to ensure that organisational elements such 

as middle-management and operational-level employees work together to achieve the 

strategic goals.  

On the basis of the more you know, the more you do, information sharing can develop a 

better understanding between the employees and their organisations. Information 

sharing can convey organisational goals and strategies to the employees and make them 

realise what they are anticipated to do. The focus of information sharing for this study 

has three dimensions, sustainability information (Henry and Dietz, 2012), food safety 

information (Griffith et al., 2010) and incentives information (Lawler, 2000a; Mulvey 

et al., 2002). A substantial volume of literature highlights the positive relationship of 

information sharing with the employees’ organisational commitment (Nyaga et al., 

2010). 

Trust 

Trust has been widely investigated as a valuable resource for an organisation in the field 

of business and management. Dirks and Ferrin (2001) believe that trust is a source of 

individual attitude and organisational performance which is needed in most spheres or 

areas of an organisation; they further defined trust as an individual’s readiness to be 
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vulnerable to another for a reciprocally favourable outcome. Also, trust is defined as a 

strong belief in the ability or reliability of someone (Brown et al., 2015). Albrecht and 

Travaglione (2003) consider that trust in the management enhances organisational 

commitment in their employees; consequently resulting in reduced employee turnover. 

Employees trust in the management and organisation, has revealed a strong positive 

relationship with employees’ organisational commitment (Dirks and Ferrin, 2001). 

Furthermore, trust is a certainty that both parties will act honestly and perhaps, even 

more, compassionately (Albrecht and Travaglione, 2003). Trust influences the 

behaviour of the employees that affect the firm performance, in turn also facilitating 

cooperation by increasing commitment (Dirks and Ferrin, 2001; Brown et al., 2015).  

Incentives 

One of the features of agency theory is predictions involving an organisation’s 

performance by using incentives (Eisenhardt, 1989; Baiman, 1990; Jensen and Murphy, 

1990). Studies reveal that the agents positively reciprocate by putting forth more effort 

than contracted or expected when the principal uses incentives with their pay. (Bosse 

and Phillips, 2016, p.285). Bosse and Phillips (2016) further view a positive 

relationship between incentives, also, to pay and employees’ performance. The 

organisations that rely heavily on incentives perform better than those that do not (i.e., 

only depend on salary). Therefore, a positive association between incentives, 

performance pay and organisation performance is apparent. Incentives can be defined as 

the practices used by organisations to align the goals with the employees, as well as 

improving employees’ and organisational performance (Hulland et al., 1996; Zsidisin 

and Ellram, 2003). Additionally, incentives are used to reward and punish certain 

employee behaviours (Young et al., 1998).  

CSR Practices  

Nath and Ram (2016, p.2) cited William Clay Ford, Jr., Executive Chairman, Ford 

Motors; “Creating a strong business and building a better world are not conflicting 

goals--they are both essential ingredients for long-term success”.  

The researchers such; Montabon et al. (2007); Herremans et al. (2009); Nath and Ram 

(2016) believe that organisations integrate environmental practices due to the 

government regulations and stakeholders demand. Montabon et al. (2007) divided 

environmental practices into strategic practices, tactical practices and operational 
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practices. Operational and tactical environmental practice is more related to the shop 

floor activities (Nath and Ram, 2016), that can reduce environmental footprint such as 

recycling and measures towards environmental preservation. Footprint defined by 

Pregnolato et al. (2018, p. 97) that “how human activities can impose different types of 

burdens and impact on global sustainability”. In a response to the definition, Naidoo 

and Gasparatos (2018) suggested that organisations should focus on decreasing impact 

on the environment in their operations by adopting corporate environmental 

sustainability strategy. This includes direct impact which comes from retailing 

operations (Brancoli et al., 2017; Bradley, 2016). Hoekstra and Wiedmann (2014) 

consider environmental footprint as a key indicator to assess CSR practices of the 

organisation. Therefore, retailers are increasingly focusing on environmental 

sustainability strategies in order to improve environmental performance (Naidoo and 

Gasparatos, 2018) by reducing environmental footprint, environmental preservation and 

recycling. For example, furniture and homeware retailer IKEA made 98 per cent of 

home furnishing materials from recycled or recyclable materials (IKEA, 2016). The 

clothing retailer H&M has set a target of sourcing 100 per cent of their cotton from 

sustainable sources, while they have achieved 43 per cent. One of the major UK 

retailers, Sainsbury’s, which is in focus for this study, has consistently achieved zero-

waste to landfills since 2013 (Sainsbury’s, 2017).  

The literature highlighted the role of the individual in achieving organisational 

sustainability strategy highlighted. Paillé et al. (2017) suggest the engagement of 

employees for achieving environmental sustainability. In recent years, interest in 

examining the relationship between employees’ organisational commitment and CSR 

practices is growing (Farooq et al., 2014; Glavas and Kelley, 2014; Vlachos et al., 

2014; Ditlev-Simonsen, 2015; Bouraoui et al., 2018). The importance of this 

relationship highlights that the effects of CSR practices on employees organisational 

commitment may trigger better organisational performances (Glavas and Kelley, 2014). 

Ample researchers have proved the positive and direct relationship of CSR practices 

with employees’ organisational commitment (Brammer et al., 2007; Rego et al., 2010; 

Mueller et al., 2012; Ditlev-Simonsen, 2015). Bouraoui et al. (2018) state when 

employees perceive that their values are similar to those of their organisation, they may 

consider CSR practices as an important form of organisational support that contributes 

fulfilling their basic needs. 
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The organisation that follows CSR practices impact employees in two main ways 

(Albinger and Freeman, 2000; Backhaus et al., 2002). Firstly, CSR practices can attract 

and have an impact on potential future employees (Albinger and Freeman, 2000; 

Greening and Turban, 2000; Backhaus et al., 2002).  

Secondly, CSR has an impact on existing employees (Peterson, 2004; Rupp et al., 

2006). Bouraoui et al. (2018) state that the employees’ respond positively to the 

favourable measure of their organisation and they feel that they owe a positive response 

not only working hard to achieve the organisational goals but also a strong desire to 

remain in the organisation. In other words, CSR practices increase existing employees’ 

commitment levels and attract motivated prospective employees (Rupp et al., 2006; 

Mueller et al., 2012; Glavas and Kelley, 2014). 

CSR practices of the organisations are incorporated with welfare activities to the 

employees and their families, which increase employees’ organisational commitment 

(Brammer et al., 2007). The literature highlights CSR as one of the most important 

concepts that indicate a positive influence of the organisation on their stakeholders 

highlight the CSR practices with employees in terms their impact on employees 

(Bouraoui et al., 2018). Abbes and Goudey (2015) state that the employees’ 

participation in CSR practices may vary. Which depends on the willingness of the 

individuals towards CSR practices (Potdar et al., 2018). In this study, the CSR practices 

are considered as a construct that affect employees’ organisational commitment. The 

current study is a response of Naidoo and Gasparatos (2018) that highlighted substantial 

gaps in the area of sustainability and retailing despite emerging literature. 

Employees’ Organisational Commitment 

Organisational commitment is an essential component under the heading of 

commitment that has a multidimensional approach, which may have different 

interpretations (Liou and Nyhan, 1994). It develops and aligns the goals between 

employees and their organisations. Ample prior research indicates how employees with 

low levels of organisational commitment pursue self-interests; whereas highly 

committed employees exert extensive efforts to achieve organisational goals (Lord and 

DeZoort, 2001). Employees’ commitment is discussed in detail in section 2.2.4. 
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1.4 Commitment for Sustainability Compliance 

A credible and well-cited definition of sustainability is “Meeting the needs of the 

present without compromising the ability of the future to meet their needs” (Bruntland, 

1987, p.29). There is a major focus for an organisational strategy to initiate and 

incorporate sustainability practices into their day-to-day business. To enhance the 

implementation of their sustainability strategy, this needs to be aligned with all three 

layers of the management hierarchy, especially middle management and operational 

levels. Sustainability strategy compliance may fail if the strategy is not adopted and 

supported by the committed employees at middle and operational levels. Compliance 

can be defined as the act of obeying rules and procedures to achieve various goals. 

Additionally, it enhances the individual’s effectiveness in fulfilling ethical 

commitments such as performing duties within the spheres of trust. However, these 

variables need an in-depth investigation that requires a theory which is a systematic 

illustration of a valid problem expressed in mathematical terms in social sciences as 

well as natural sciences (Stem, 2010). While Corley and Gioia (2011) consider the 

theory as a statement of concepts that demonstrate interrelations among the concepts 

and how and why such relationships exist on the basis of provided explanations. Thus, 

there are numerous and varied conceptions of theories, in terms of their nature, this 

study is about examining the relationships between the employer and the employee in 

order to attain the organisational goals and used Agency theory. Keeping in view its 

usefulness in providing an appropriate examination of the relationship between the 

employer (principal) to the employee (the agent), whom they contract to act on their 

behalf. Agency theory is preferred for this study over several other available theories, 

for example, Stakeholders theory or Resource Based View (RBV) due to many reasons. 

In agency theory, the principal-agent model highlights moral hazards, goal conflict, and 

information asymmetry as influencing factors of non-alignment of the goals between 

the employee (agent) and the organisation (principal) (Eisenhardt, 1989). Sustainability 

compliance is further discussed in section 2.2.3. 
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1.5 Aim and Objectives of the Study 

This research study has aim, research questions, and objectives as follows. 

1.5.1 Aim of the Study  

The aim of this research is to investigate the factors affecting employees’ organisational 

commitment that leads to sustainability and food safety compliance in major UK food 

retailers. 

1.5.2 Objectives of the study 

The objectives are developed in order to achieve the aim of the study.  

1. To examine the factors and their impact on employees organisational 

commitment in major UK food retailers.  

2. To establish a relationship between the factors and compliance as suggested in 

the proposed model and related hypotheses.  

3. To offer significant findings and implications for research and practice 

regarding sustainability and food safety strategy compliance in major UK food 

retailers. 

4. To develop a model of sustainability and food safety strategy compliance in 

major UK food retailers.  

1.5.3 Research Questions 

Q1: What are the factors affecting employees’ organisational commitment for 

compliance of sustainability and food safety strategy in major UK food retailers? 

Q2: To what extent the employees’ organisational commitment supports compliance of 

sustainability and food safety strategy in major UK food retailers? 

Q3: How to ensure compliance of sustainability and food safety strategy at middle 

management and operational levels in major UK food retailers? 

1.5.4 The Link between objectives and the RQs 

The objectives of this study have been addressed through the research questions; the 

link between the objectives and research questions has been provided in Table 1.1. 
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Sr# 

Objective Research Question 

1 To examine the factors and 

their impact on employees’ 

organisational commitment in 

major UK food retailers. 

 

 

Q1: What are the factors affecting employees’ 

organisational commitment for compliance of 

sustainability and food safety strategy in major 

UK food retailers? 

2 To establish a relationship 

between the factors and 

compliance as suggested in the 

proposed model and related 

hypotheses. 

3 To offer significant findings 

and implications for research 

and practice regarding 

sustainability and food safety 

strategy compliance in major 

UK food retailers. 

Q2: To what extent the employees’ organisational 

commitment supports compliance of 

sustainability and food safety strategy major UK 

food retailers? 

 

4 To develop a model of 

sustainability and food safety 

strategy compliance in UK 

food retailers. 

Q3: How to ensure compliance of sustainability 

and food safety strategy at middle management 

and operational levels in major UK food retailers? 

Table 1.1: The link between objective and the RQs 

1.5.5 Emergence and Justification of the Research Questions 

The emergence of RQ1 is a response to the gap highlighted in literature about factors 

affecting employees’ organisation commitment, such as Nketia (2016); Prieto and de 

Carvalho (2018) state that limited attention has been paid to the influencing factors 

affecting employees’ commitment to achieving the strategic goals. For this study, the 

influencing factors were identified as, moral hazards, goal conflict and information 

asymmetry, information sharing, trust, incentives, CSR practices and employee 

organisational commitment. The RQ2 emerged from the review of the literature where 

ample researches revolve around the employees’ organisational commitment. The 

researchers indicate employees’ organisational commitment as indispensable for 

accomplishing organisational goals (Bingham et al., 2013; Schrettle at al., 2014; Glavas 

and Kelley; 2014; Raineri and Paillé, 2016). The RQ3 emerged from the RQ1 and RQ2 

by suggesting the measures to ensure the compliance of sustainability and food safety 

strategy.  
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1.6 The terms ‘sustainability’, ‘food safety’ and ‘strategy’ as used in this study 

In the context of this study, sustainability refers to “meeting the needs of the present 

without compromising the ability of future generations to meet their own needs” 

(Bruntland, 1987, p.29); while food safety refers to the food which remains safe despite 

being handled in food service environments (Egan et al., 2007). Sustainability and food 

safety are important concepts in retail food markets and are often interlinked, such as in 

the context of the current study due to its dynamic interlinked nature in TESCO and 

Sainsbury’s. Non-compliance of sustainability and food safety strategy can be a cause 

of foodborne diseases including improper food handling, inadequate cooking, 

contaminated equipment, and poor personal hygiene. Following Bruntland (1987), 

sustainability may have long-lasting effects, i.e. the effects which may be transferable 

to future generations. However, food safety can generally affect current food 

consumers; though there are constant changes in consumer demands. At the same time 

quality and food safety has greater significance in the food sector (van der Vorst and 

Beulens, 2002; Wiengarten et al., 2011; Trienekens et al., 2012).  

“Strategy is a direction and scope of an organisation over the long term, which 

achieves advantages in a changing environment through its configuration of resources 

and competences with the aim of fulfilling stakeholder expectations” (Johnson et al., 

2008, p.3). In the context of this study, strategy means concrete steps taken for 

compliance; a technique adopted to meet the set objectives. Organisations adopt various 

strategies to meet their organisational goals; the current research investigates how 

Tesco and Sainsbury’s adopt an organisational strategy to initiate and incorporate 

sustainability practices into their day-to-day business. The aim of the retail market is to 

serve the customers, which reflects the strategy definition provided by Johnson 

(fulfilling stakeholder’s expectations); the core purpose of TESCO is “serving Britain's 

shoppers a little better every day” (TESCO PLC) which means adopting suitable 

strategies which achieve success in a changing environment, and fulfilling customers’ 

needs. Kernbach et al. (2015) suggest that strategy implementation plays a key role in 

making a strategy successful; for example, if strategy implementation efforts are not 

well received or welcomed by the employees, strategy implementation is likely to fail. 

The current study does not investigate the validity of some particular strategies, but 

only focuses the compliance of sustainability and food safety strategy. Here food safety 

strategy means the strategy related to the food items which is already approved by the 
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retailers and is currently in use at TESCO and Sainsbury’s by middle and operation 

level employees. It focuses on whether an employee is strategically aligned with the 

retailers’ approved strategies and is engaged in behaviours which need to reach out to 

customers (for further description of findings, please see section 7.3).  

1.7 Research Methodology  

This study embraces a survey strategy using a questionnaire survey, the data collection 

instrument, in order to address the study objectives. This study is designed within the 

positivist paradigm, which is based on the assumption that social reality comprises of 

unbiased decisions and is more objective, as positivist study findings are considered 

more reliable due to highly specific, precise data and its indispensable significance in 

the research processes (Collis and Hussey, 2009; 2013). Furthermore, this study adopts 

a deductive approach under the positivist paradigm.  

Review of the literature is carried out for a better understanding of the research setting 

and developing the research hypotheses. A questionnaire is developed with the help of 

exploratory study to collect the primary data for testing the hypothesised relationships 

between the constructs by using Structural Equation Modeling (SEM) as the data 

analysis tool. For this study, 405 questionnaires were distributed, and 198 responses 

received; afterwards, SPSS and Partial Least Square (PLS) were used for the data 

analyses. Figure 1.1 shows the study process. 

1.8 Organisation of the Thesis 

Chapter one describes the background of the research together with the importance of 

commitment for compliance, research motivation, aims and objectives of the research. 

Also, it presents the research significance, research methodology, and processes. The 

rest of the thesis is organised as follows. 

Chapter two provides a review of the literature which covers moral hazards, goal 

conflict, information asymmetry, information sharing, trust, incentives, CSR practices, 

commitment, and compliance, along with their relationships. This is followed by a 

discussion on agency theory and the agency factors that influence compliance though 

employees’ organisational commitment. Gaps in the knowledge, development of the 

hypotheses and model conclude Chapter two.  
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Figure 1.1: Research Process  

 

Chapter three describes the research methodology employed for this study to 

empirically test the proposed model of sustainability compliance established in the 

previous Chapter. This comprises research philosophy and approach, research design, 

data collection method, and quantitative study. The construction of the questionnaire is 

discussed in this Chapter. The pilot study followed by the main study with results, 

timeframe for study, overview of PLS and the data analysis method and ethical 

considerations for this study are presented in the Chapter. 

Chapter four presents data description and descriptive analysis by using statistical tools 

such as standard deviation, kurtosis, and skewness. Structural Equation Modelling 

(SEM), practical considerations for the use and rationale for selection of SEM for this 

study, and processes of model evaluation by using PLS are defined. Furthermore, data 

analysis processes are discussed in detail in this Chapter. The study model was 

evaluated using a two-step assessment approach. In the first step, the measurement 

model is evaluated by assessing the validity and reliability of the constructs and items. 



 

17 

 

In step two the structural model is evaluated, followed by assessing the significance of 

the structural relationships among the constructs of the structural model as a part of the 

hypothesis testing processes. The criterion of path coefficients, R
2 

value, and predictive 

relevance are used for testing the hypotheses. 

Chapters five provides a discussion of the results of this study. This Chapter presents 

the findings of the eight hypotheses drawn from testing of the results in this study. 

Furthermore, discussion on the hypotheses’ results with findings of the previous 

research presented in this Chapter 

Chapter six concludes the thesis by presenting conclusions and recommendations from 

research hypotheses’ findings. Also, this Chapter notes the limitations of the research 

and offers opportunities for future research.  
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Chapter 2 

Literature Review 

 

2.1 Introduction 

This Chapter aims to describe the main concepts and constructs of the research with 

consideration of the food sector. This Chapter identifies the research gaps which can 

help in the development of hypotheses and the conceptual framework. This Chapter is 

divided into seven sections. Section 2.2 presents an overview of sustainability in the 

context of the food sector. Section 2.3 discusses the theoretical background with an 

agency theory perspective and the key ideas adopted from the theory for this study. 

Section 2.4 identifies issues in sustainability compliance. Section 2.5 indicates the 

research gaps, 2.6 presents the hypotheses development and section 2.7 concludes this 

Chapter.  

2.2 Sustainability 

 “Meeting the needs of the present without compromising the ability of the future to 

meet their needs” (Bruntland, 1987: p.29) is a well- cited definition of sustainability. 

Another viewpoint on the interaction issue of an organisation and its environment is 

also addressed by Elkington’s (2004) Triple Bottom Line (3BL) approach to corporate 

sustainability, i.e. economic, environmental and social sustainability. Particularly, the 

triple bottom line approach emphasises on all three dimensions of sustainability for the 

long-term success of an organisation, rather than a single short-term emphasis on 

economic sustainability (Amini and Bienstock, 2014). Contrary to Elkington, the 

current study focuses on sustainability compliance only in one dimension, i.e. 

environmental. Also, Elkington states that the three dimensions of sustainability impact 

on each other by diverse and various means as all the dimensions are interrelated. 

Therefore, this approach is not suitable for the current study as this research does not 

look into all the three dimensions of the chosen organisations and environmental 

sustainability cannot be entirely separated from economic and social sustainability as 

per the 3BL approach (Elkington, 2004). Additionally, the 3BL approach emphasises 

the importance and necessity of partnership and cooperation between the organisation, 

governments and non-governmental organisations in order to implement this triple 
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bottom line approach. Thus, the triple bottom line approach has received criticism for 

being too difficult to implement sustainability (Amini and Bienstock, 2014).  

Another perspective of sustainability in response to the shortcoming of 3BL, a Two-

Tiered Sustainability Equilibria (TTSE) was proposed by Lozano (2008) in an 

important extension to the interaction between the triple bottom line dimensions. 

Lozano introduced a temporal dimension in TTSE that integrate the interaction between 

3BL dimensions and the dynamics of the dimension over time. TTSE is a slightly 

different viewpoint presented by Baumgartner and Ebner (2010) who developed 

sustainability profiles on the basis of maturity levels ranging from level 1 to level 4, i.e. 

sophistication, rudimentary, significant and integrated efforts towards sustainability. 

Baumgartner and Ebner provided the additional concept of maturity by adding a rubric 

that helps organisations to track their progress regarding sustainability effort and 

activities. Unlike Lozano’s (2008) sustainability perspective (i.e., change in the 

temporal dimension), the current study investigates sustainability at a certain point in 

time. It is not limited to any specific time factor. Thus, the current study uses 

Brundtland's definition of sustainability. 

Environmental sustainability, in particular, has received great attention from 

organisations in recent years due to its impact on their operations (Hofer et al., 2012). 

The literature on environmental management reveals that over the last fifteen years 

researchers have paid attention and highlighted the importance of individual employees’ 

green initiatives in the workplace (Paillé et al., 2014). However, ascertaining and 

selecting the approach for achieving sustainability is one thing; more importantly is to 

implement it. Jackson and Seo (2010, p.285) have mentioned that ‘‘employers need to 

understand how employees make decisions about whether to participate in 

organizational roles and activities’’, and have recommended that employers should 

come forward to contribute towards the achievement of strategic environmental goals.  

Furthermore, research by Banerjee et al. (2003) and Bravo Gil et al. (2007) identified 

competitive advantage (pressure from the market), social concern (pressure from groups 

outside the organisation), regulatory forces (pressure from legislation) and management 

commitment as driving factors that encourage organisations to adopt internal 

environmental orientation. Within these factors, the commitment was found to be the 

main factor of internal environmental orientation. Muster and Schrader focus on work-
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life balance based on HRM practices. Their key argument is that ‘‘it is important to 

acknowledge that environmentally relevant attitudes and behaviour are not learned 

exclusively at the workplace, but also in private life’’ Muster and Schrader (2011, 

p.141). Govindarajulu and Daily (2004, p.336) believe that “a company can devastate 

its efforts to become environmentally responsible if there is little or no support to train 

and encourage its employees to ‘do the right thing’’. Renwick et al. (2013) summarised 

three essential components of HR aspects of environmental management; the first 

component is associated with the development of green abilities by implying practices 

such as recruiting, developing environmental knowledge through training, and 

encouraging environmental management leadership. The second essential component is 

linked to the rewards and appraisals to motivate the green employees. The third 

component is associated with the employees’ involvement through information sharing, 

empowering employees and developing a green organisational culture.  

In operations, management strategy plays an important role in linking operations with a 

business strategy that is confronted with at least two challenges. The first one is to 

formulate an operational strategy that is best suited with the business strategy and the 

environment, while the second one is how to implement it. However, those challenges 

become even more difficult when dealing with sustainability (Opresnik and Taisch, 

2015), as it is extremely hard to formulate due to its uniqueness (Hopkins et al., 2009) 

and to implement (Wilding et al., 2006). The formulation of strategy is in the domain of 

strategic level while the actual implementation takes place in the lower level of 

operations (Opresnik and Taisch, 2015). 

The researchers have examined the causes of not complying with sustainability strategy, 

such as Porter and Kramer (2006) who highlight that the cause of unsuccessful 

sustainability strategy to the organisations is a failure to link the business strategy to 

sustainability initiatives. Furthermore, Lauring and Thomsen (2009) found strategic 

initiatives, internal and external communication, for incorporating sustainability into the 

day to day practices of an organisation. Hallstedt et al. (2010) recommend the 

integration of sustainability into organisational decisions support systems, incentives, 

evaluation systems, and organisational goals. Linnenluecke and Griffiths (2010) 

examined the relationship between organisational culture and sustainability. They found 

that communications and cultural change efforts such as the publication of corporate 

sustainability reports embedded with sustainability-related concepts in employees’ 
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evaluation systems and training can help in developing organisational believes and 

values regarding sustainability. Correspondingly, Michelon et al. (2013) have found the 

positive effect of corporate sustainability initiatives on organisational performance 

when they are linked to organisational strategy.  

Furthermore, literature pays great attention to the implementation of innovative 

solutions for sustainability (Richard et al., 2015). Researchers propose a range of 

measures to implement sustainability such as Hallastedt et al. (2013) research into 

product innovation has provided a set of measures for effectively embedding a strategic 

sustainability perspective. Ceschin (2013) suggests that implementation of an eco-

efficient product and a service system was influenced by certain factors such as 

corporate culture, regulatory and cultural influence. Silvestre and Silva Neto (2014)’s 

research study on the Brazilian mining industry explored obstacles to the 

implementation of environmental regulations. They found lack of knowledge, 

motivation, education, and will of the employees in order to implement environmental 

regulations. Following the above discussion, some researchers have proposed a better 

integration between human resource management and environmental issues (Wilding et 

al., 2012) along with a call for more research on the linkage of environmental issues 

and human resource management (Renwick et al., 2010). Although, researchers seek to 

identify which human resource management (HRM) practices at the functional level 

can be selected to foster environmental performance; there is a need to exert more 

attention in explaining the individual process that triggers employees’ willingness to 

adopt green behaviour at work (Paillé et al., 2014). This study is examining the 

relationship with employees’ organisational commitment that leads to sustainability 

compliance by following the aim of this research study which is to build a stronger 

foundation by examining the field of environmental sustainability in major food 

retailers that would identify the causes of non-compliance of the sustainability strategy. 

This will help to increase the effectiveness and efficiency of the sustainability strategy 

in existing operations. Therefore, this research is solely focused on the environmental 

aspect of sustainability.  

2.2.1 Corporate Sustainability Strategy 

The strategy is described as a path for organisational development. The main goals and 

objectives are expressed in a strategy document, and a comprehensive explanation is 

defined in activity plans (Kaplan and Norton, 2008). The researchers have highlighted a 
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relationship between strategy implementation processes and the importance of the 

employees’ role in compliance with organisational strategy. Previous literature confirms 

that organisations without strategies cannot perform well and grow as compared to 

organisations with strategies (O'Regan and Ghobadian, 2005; Kernbach et al., 2015). 

However, the sustainability strategy of the companies is driven by a combination and a 

variety of internal and external factors where predominantly internal factors lead. 

Companies are expected to focus on the triple bottom line and deliver a simultaneous 

balance of social, economic and environmental goals. Carter and Rogers (2008) state 

that firms can achieve higher economic performance by following all three components 

of the triple bottom line. The triple bottom line leads to competitive advantage and 

economic benefit and also have a positive effect on the environment and society 

(Elkington, 1998; Carter and Rogers, 2008). 

The most quoted and often adopted definition of sustainability, the current study also 

uses this definition, which states that; “meeting the needs of the present without 

compromising the ability of the future to meet their needs” (Bruntland’s 1987, p.29). 

The concept of sustainability is becoming more important as companies have to face 

external pressure from consumers and policymakers as well as internal pressure from 

their leaders’ values and sense of responsibility (Seuring and Muller, 2008). Companies 

are experiencing growing pressure from different segments to deal with social and 

environmental issues related to their supply chains (Vachon and Klassen, 2006; 

Welford and Frost, 2006; Govindan et al., 2013). 

2.2.2 Sustainability Concerns in Food Retailers 

The food sector in the context of sustainability faces specific challenges, particularly for 

three reasons. First, the food sector strongly depends on human, physical and natural 

resources; also it has a high impact. Second, the consumers have strong opinions on 

what they eat as food that fulfils basic consumer needs. This leads to an intricate set of 

necessities for the food sector about the environment (water and energy use; waste), the 

production of raw materials (welfare of the animals) and social conditions (labour 

conditions) along with maintaining quality, safety of products, healthiness and the 

whole value chain (Maloni and Brown, 2006). Third, the food sector has a distinctive 

and multifaceted highly interdependent structure, where an individual’s performance 

and commitment can affect other members’ performance. However, the approach 
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towards sustainability practices varies from large to small organisations; this involves 

potential conflicts regarding the compliance in sustainability practices in food retailers. 

The ever-increasing numbers of food-related alerts and food poisoning outbreaks have 

raised a flag of concern that needs to be addressed with better hygiene and quality 

practices. Food poisoning outbreaks such as Escherichia coli 0157, Listeria and 

Salmonella have made the consumer more cynical about the food they consume. 

Statistical evidence has indicated that 70 per cent of food poisoning outbreaks is due to 

the food handlers, including insufficient temperature management and inadequate time 

for food safety practices, and the remaining 30 per cent are caused by cross-

contamination (Baş et al., 2006; Nik Husain et al., 2016). The hands of the food 

handlers are considered the main source in spreading food-borne diseases due to cross-

contamination and poor personal hygiene (Griffith et al., 2010). It is essential to 

develop a better understanding of food safety knowledge, beliefs, and practices among 

the food handlers in order to reduce foodborne diseases (Baş et al., 2006; Smigic et al., 

2016). 

Food safety is seen as a serious issue related to outbreaks of foodborne diseases that 

result in substantial costs to the economy, the food industry, and individuals. Food 

handlers’ training is considered as an approach to enhance food safety measures; 

however, for some researchers the effectiveness of food hygiene training is tentative. 

Ample studies such as Howes et al. (1996); Powell et al. (2011) and Baş et al. (2006) 

indicate training as a source of knowledge for food safety, but it does not bring a 

positive change in food handling behaviour.  

Failure in compliance with food safety and quality can be problematic and widespread. 

Environmental inspections and audit reports of the food retailers have identified a 

substantial degree of non-compliance with sustainability practices (Griffith et al., 2010; 

Nik Husain et al., 2016). The non-compliance affects the quality and has a significant 

impact on food safety. The literature repeatedly reports that food safety is concerned 

with microbiological issues as well as a major behavioural component (Redmond and 

Griffith, 2009).  

Previous research examined predicting the behaviour of the food handlers who choose 

not to comply with food hygiene practices. Such research indicates organisational 

culture predominant to individuals’ behaviour in following food safety. Organisational 
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culture influences individuals to perform with the groups within an organisation on how 

to interact, how to behave and what an organisation is about (Griffith et al., 2010). 

Hence, the food handlers can follow food hygiene according to the wishes and 

encouragement of the organisation and its leadership which is followed by the facilities 

provided and culture in place (Griffith, 2000). Further, situational and psychological 

factors can contribute to the environment of food safety of an organisation. This 

includes tangible or obvious factors; availability and accessibility of hygiene equipment 

and hand wash basins (Clayton et al., 2002). 

2.2.3 Sustainability Compliance 

Initiating and incorporating sustainability practices into their day to day business have 

become an increasingly important aspect in current business scenarios (Gimenez et al., 

2012). Many organisations have yet failed to achieve the anticipated sustainability goals 

when they switch their business processes over to the sustainability practices (Ahmed 

and Sundaram, 2012). Compliance of sustainability strategy in the organisation involves 

changes from the most basic one to drastic changes in their operations. Research 

demonstrates that sometimes even good strategies do not work well during 

implementation (Wooldridge and Floyd, 1989). However, it is important to note that all 

strategies adopted by an organisation may not be successful; poor organizational 

strategies often fail, but brilliant strategies fail to achieve objectives as well (Wolf and 

Floyd, 2017). Failure of accomplishing strategic goals is often due to resistance or 

inability of individual employees to pursue the anticipated goals of their organisations 

(Heracleous and Barrett, 2001; Gagnon et al., 2008). Compliance can be defined as the 

act of obeying the rules and procedures in order to achieve various goals. It enhances 

the effectiveness of individuals in performing duties within the sphere of trust. 

The individual's failure to engage in behaviour that supports the organisational goals 

leads to misalignment of the goals between the employees and their organisation 

(Boswell and Boudreau, 2001; Gagnon et al., 2008). The literature has provided 

considerable insight into the alignment of the goals as organisations rely on their 

employees for the compliance of sustainability practices. Employees committed to their 

organization are likely to comply with organizational sustainability initiatives (Mesmer-

Magnus et al., 2013). However, there is a need to understand the mechanism by which 

employees come to be aligned with the strategies (Gagnon et al., 2008). The purpose of 

this study is to examine the influencing factors affecting employees’ organisational 
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commitment that lead to sustainability compliance. Commitment to sustainability 

compliance is discussed in section 1.3 in detail. 

Sustainability Compliance in Food Retailers  

There are three layers of management: the strategic level deals with the top level 

management decisions of long-term planning, the tactical level makes decisions 

regarding resource allocation, inventory policies and performance measuring, and the 

operational level deals with day-to-day decisions in order to achieve the goals set by top 

management at the strategic level (Schmidt and Wilhelm, 2000; Estampe et al., 2013). 

Therefore, compliance with the decisions made at the strategic level trickles down to 

the operational level through the employees at the middle management level. Hence, 

individuals at the operational level are vital (Mark et al., 2000; Salih and Doll, 2013). 

Also, the organisational commitment of the employees is essential for the 

implementation of sustainability strategy (Rhoades et al., 2001; Carmeli et al., 2017).  

The food retail sector lags compared with other industries in sustainability in their 

operations. In the 1990s, retailers were constantly associated with poorer social and 

environmental impacts. The external stakeholders such as consumers and environmental 

groups accusing retailers of being just ‘window-dressing’ instead of following 

sustainability strategy, until 2000, when several retailers in the UK started publishing 

separate environmental reports, the retail industry still has far to go (Hartmann, 2011).  

Furthermore, an individual’s commitment and performance at the operational level can 

affect other members’ performance or endanger the entire sustainability strategy. 

Previous literature highlights that an employee with a high level of organisational 

attachment and who is well aware of organisational strategy performs according to the 

organisational goals (Eisenhardt, 1989). Employees may engage themselves in low-

priority activities due to a lack of understanding of organisational strategies; 

consequently, their performance will be adversely affected (Joanna et al., 2013). There 

is a need to align the goals between agent, employee, and principal (the top 

management). Agency theory addresses the issues of goal conflicts between the 

principal and agent and helps to resolve them through incentives, as rewards can 

increase efforts and strengthen an individual’s goal commitment towards improved 

performance (Prendergast, 1999; Tumbat and Grayson, 2016). Previous researchers 

believe that major retailers are known as important in food supply chains (Marsden et 
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al., 2000; Hughes, 2001). However, little attention has been paid towards sustainability 

strategy and implementation by retailers in food supply chains (Rhoades et al., 2001). 

2.2.4 Employee’s commitment 

Mowday et al. (2013, p.27) proposed a widely accepted definition for employee 

organisational commitment as, “the relative strength of an individual’s identification 

with and involvement in a particular organization and can be characterized by a strong 

belief in and acceptance of the organization’s goals and values, willingness to exert 

considerable effort on behalf of the organization and a strong desire to maintain 

membership of the organization”. They further added that employee commitment could 

be assessed through willingness to work according to organisational goals and the 

intention of not switching to another organisation. Jain and Duggal (2018) stress on the 

importance of employees’ organisational commitment as they believe committed 

employees are likely to have better performance with high involvement in the 

workplace and stay longer with the organisation. Committed employees become 

productive individuals in their organisations and show their loyalty (Ramdhani et al., 

2017). 

Commitment can take multiple forms, according to the three component model of 

organisational commitment presented by Allen and Mayer (1990; Meyer and Allen, 

1991) each component categorised by a different mindset or psychological state. 

Affective commitment reflects the desire to remain an emotional attachment to the 

organisation; normative commitment is about a sense of responsibility to remain with 

the organisation, and continuous commitment reflects the perceived cost of leaving. All 

three components form a bond or link between an individual and the organisation and 

decrease employee turnover. However, “employees can experience all three forms of 

commitment to varying degrees”, and it is important to consider how “the various 

forms of commitment might interact to influence behaviour” (Meyer and Allen, 1991, p. 

68). Thus, all three forms are considered as components of commitment for this study.  

The negative and positive influencing factors were identified with the help of agency 

theory and the relevant literature to examine the relationship between employees’ 

organisational commitment to compliance. The factors affecting commitment are 

discussed in detail in section 1.3.  
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2.3 Theoretical background and Justification of Agency Theory  

There are numerous and varied conceptions of theories, regarding their nature. Stam 

(2010) described the theory as a systematic representation of a valid problem expressed, 

as far as possible, mathematically in the natural sciences or logically in the life and the 

social sciences. A theory is a set of described conceptual relationships. Wacker (1998) 

explained the theory further by identifying four properties, i.e., the definition of 

variables, the domain of theory application, the relationship between variables, and 

predictions. The theory is a statement of concepts that demonstrate interrelations 

between the concepts and how and why such relationships exist by provided 

explanations (Corley and Gioia, 2011). 

In recent years, there has been more emphasis on the use of theory in Operations 

Management (OM) research. Various theories from the organisational sciences have 

been used in OM due to their applicability in OM research (Ketchen Jr and Hult, 2011). 

Keeping in mind the aim of this study different theories were taken into consideration 

for best suitability, such as stakeholder theory, Resource-Based View (RBV) and 

agency theory. Stakeholder theory is more about business ethics that address morals and 

values in managing an organisation (Jones et al., 2018), which is not the main focus of 

the current study. Similarly, RBV theory is about achieving competitive advantage 

through the tangible and intangible assets (Tuczek et al., 2018). However, agency 

theory provides a platform for examining the relationships between the employer 

(principal) and the employees (agent), as this study is examining the relationships 

between the principal and agent by identifying the influencing factors affecting 

employees’ commitment for sustainability compliance. Thus, it was of least benefit in 

the context of this study that RBV or stakeholder theory is used. Agency theory has 

appropriate settings for examining the relationships between the principal and agent. In 

this study, the top management of Tesco and Sainsbury’s are taken as the principal, and 

the employees at middle management and operational level are taken as the agents. 

Jencen and Meckling (1976, p.306) state agency theory as a “contract under which one 

or more persons (the principal(s)) engage with another person (the agent) to perform 

some service on their behalf which involves delegating some decision making authority 

to the agent”. Agency theory supposes that agents and principals have different 

objectives based on their self-interested actions as they try to achieve those objectives 

(Bosse and Phillips, 2016). Eisenhardt (1989) further explains that agency problems 
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arise due to (a) different goals of agents and principals and (b) the principal cannot 

verify the agent’s self-interested actions. Additionally, agency theory refers to two 

facets of agency problems. First, moral hazards indicate a lack of effort from agents. 

The agency problems arise when the agents are not willing to put in agreed efforts in 

achieving organisational goals. Second, adverse selection problems arise due to the 

agents’ misrepresenting their skills, and abilities and the principal cannot verify this due 

to information asymmetry (Eisenhardt, 1989; Wilhelm et al., 2016).  

Agency theory is developed into three models: the principal-agent model, the Rochester 

model, and transaction model. All three models analyse principal-agent relations by 

providing frameworks of the causes for competence loss and the different control 

processes of mitigating the loss. However, they have different assumptions to describe 

the behaviour of the agents and roles of the incentive schemes. Most of the management 

studies adopting agency theory are based on the principal-agent model. In this 

principal-agent model, self-interest, unlimited computational ability and rationality are 

three main assumptions about individual’s behaviour (Bosse and Phillips, 2016). On the 

basis of these assumptions, the agent (individual) can anticipate all possible future 

contingencies. However, a comprehensive and complete employment contract is signed 

between the principal and the agent; this contract specifies the duties and 

responsibilities of the contracting parties (Pouryousefi and Frooman, 2017). The 

principal-agent model helps in examining the roles and practices by providing a 

framework that assists the principal in developing a contract and identifying optimal 

solutions for employment relationships. The principal decides packages and adopts 

appropriate performance management in order to align the interests of the self-serving 

behaviour of the agents with their interests.  

Furthermore, there is some criticism on principal-agent model despite its popularity, 

such as lack of collaboration between capital markets and optimal contracts as well as 

the role of discretionary compensation in the model, lack of awareness of the interaction 

and improbable assumptions of unlimited computational ability. Fundamentally, the 

criticism on the principal-agent model is unjustified (Pouryousefi and Frooman, 2017). 

The transaction cost economic model assumption is similar to the principal-agent model 

in that the individuals act towards their self-interests; although the individuals are 

assumed to have incomplete working skills (Eisenhardt, 1989). The contract between 
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the principal and the agent is assumed incomplete in this model, as individuals do not 

encompass all predictable contingencies into the contract due to an inability to identify 

the contingencies and contracting costs. The incompleteness of the contracts leads 

agents to act with self-interest.  

Although the Rochester model and transaction model emphasise the opportunistic 

behaviour and transaction costs, the Rochester model puts more emphasis on external 

labour, capital market and interactions between contracts. The model assumes that the 

observed contracts are optimal given the current level of transaction costs. The 

introduction of external labour and capital markets to the model has implications for the 

design of management practices (Gong and Tse, 2009). 

Agency theory has been developed in the literature into two streams, namely principal-

agent and positivist (Eisenhardt, 1989; Pouryousefi and Frooman, 2017). Both the 

streams share some common features, such as assumptions and the unit of analysis 

related to people, information and organisation. However, they vary in mathematical 

rigour and style (Eisenhardt, 1989; Bosse and Phillips, 2016). The principal-agent 

model is more mathematical than the positivist stream of agency theory and entirely 

focuses on the relationship between owners and managers in the corporations, called 

agency relationship (Eisenhardt, 1989). The principal-agent involves cautious 

assumptions that are followed by mathematical proof and logical deduction; therefore it 

can be applied to any agency relationship.  

The main focus of the positivist stream is on identifying the control mechanism that 

contributes to solving the agency problems and determining the most efficient contract 

for the agency relationship. However both the streams can be a counterpart to each 

other. The positivist stream ascertains a variety of contracts and the alternatives, 

whereas the principal-agent stream highlights the best available options by assuming 

risk aversion, information and different levels of uncertainty (Eisenhardt, 1989). The 

present study uses the principal-agent model of agency theory in developing the 

theoretical framework. As principal-agent literature focuses on determining the 

behaviour versus outcome and optimal contracts, the model assumes goal conflict 

between agent and principal. The agent may or may not behave according to the agreed 

contract due to self-interests. The agency problem arises because the agent and 

principal have different goals and the principal cannot monitor the actions of the agent.  
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Eisenhardt (1989) highlights three main areas in the organisational research that 

researchers should focus on information systems, outcome uncertainty and risk; these 

agency variables received very little attention through the variables contribute much in 

organisational research. Furthermore, Eisenhardt states that it seems realistic to propose 

the adoption of agency theory because this theory is most appropriate to deal with 

contracting problems, which include: (a) goal conflict between principal and agent (b) 

insufficient outcomes that trigger risk implications, and (c) teamwork-oriented jobs 

where it is difficult to evaluate the behaviours. Within these contexts, researchers can 

use agency theory, where it can be thoroughly tested and provide maximum control 

(Pouryousefi and Frooman, 2017).  

The blueprint of the theory can be traced back to the work of Berle and Means (1932) 

on the separation of ownership and management. It was further developed by Jensen 

and Meckling (1976), Fama (1980) and Fama and Jensen (1983).  

Previous literature explored risk sharing among individuals and groups (Wilson, 1968; 

Arrow, 1971). The literature explains risk sharing as an issue which arises when 

cooperating parties have different approaches towards risk. Agency theory embedded 

the risk sharing literature by raising the agency problem that occurs when cooperating 

parties have different goals and perceptions (Ross, 1973; Jensen and Meckling, 1976; 

Pouryousefi and Frooman, 2017). Also, agency theory helps to resolve two problems 

occurring in agency relationships. The first agency problem arises when: (a) there is a 

conflict of goals between the principal and agent and (b) for the principal it is not easy 

to verify that the agent has performed appropriately (Eisenhardt, 1989; Bosse and 

Phillips, 2016). The second issue occurs when the principal and agent have different 

stances towards risk. At this point, the issue is the principal’s - agent’s actions which 

may vary due to their different risk perceptions or preferences (Eisenhardt, 1989). 

2.3.1 Agency Theory in Corporate Governance 

In corporate governance discipline, agency theory has become dominant due to its 

impact on literature, policy, and practice (Lan and Hercules, 2010). Various governance 

mechanisms have been proposed in resolving the agency problems by aligning the 

interests between the principal and agent. Eisendhardt (1989) suggest two governance 

mechanisms for controlling the management opportunism. The first, conflict of interest 

can be minimised by using performance-based rewards for both shareholders and 

managers. The second, informing shareholders through effective information systems 
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about the management actions that can minimise management opportunism and reduce 

information asymmetry 

It is argued that “the governance mechanisms are designed to ensure agent-principal 

interest alignment, protect shareholder interests and thus minimise agency costs” 

(Davis et al., 1997, p.23). Therefore, agency theory provides various corporate 

governance mechanisms for the governance of the organisations (Weir et al., 2002). In 

general, these mechanisms play a significant role in monitoring and mitigating agency 

conflicts (Fama and Jensen, 1983). 

Furthermore, corporate governance mechanisms can be classified into external and 

internal mechanisms. External mechanisms include the market for corporate control 

(Kosnik, 1987), and the competitive labour market (Daily et al., 2003). Internal 

mechanisms include ownership of the management (Jensen and Meckling, 1976), non-

executive directors formed an independent board of directors and committees, the 

separation of chair positions and chief executives in order to ensure the effectiveness 

and oversight role of the board (Daily et al., 2003). The literature suggests that 

corporate governance mechanisms resolve agency conflicts and reduce agency costs 

(Weir et al., 2002). 

2.3.2 Agency Theory in Management Accounting  

“Agency theory has been one of the most important theoretical paradigms in accounting 

during the last 25 years” (Lambert, 2006, p.247). The main feature of the agency theory 

which attracts accounting researchers is that it embeds incentives problems, conflicts of 

interest and mechanism of controlling incentives problems with accounting models 

(Lambart, 2007). Management accounting stress on assessing and providing 

information that can help in improving decision making by evaluating past decisions. 

The researchers indicate different ways to provide information such as performance 

measurement (comprising financial and non-financial) (Lambert, 2007). In accounting 

management research, agency theory has been used to answer two important questions 

“how do characteristics of information and compensation systems affect incentive 

problems and how does the existence of incentive problems affect the design and 

structure of information and compensation systems?” (Lambert, 2006, p.247). 
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2.3.3 Agency Theory in Business and Operations Management 

Agency theory has been used by researchers in different areas of business and 

operational management. Zsidisin and Ellram (2003) used agency theory in supplier 

risk management by focusing on organisations aligning their goals according to their 

suppliers. Three key constructs of work relationships, i.e., effort, job satisfaction, and 

job performance, were researched by Christen et al. (2006). Agency theory was applied 

in the ethics of corporate governance by Nordberg (2007), the research focused on 

corporate directors’ critical decisions on CSR. In shareholder interest alignment Nyberg 

et al. (2010) researched CEO measures and estimated financial alignment as the 

relationship between CEO and shareholders return. Davies and Prince (2010) examined 

clients and customers’ behaviour: when clients are exposed to high switching cost, they 

become more vulnerable to the risk of agency costs. 

In the area of supply chain quality management, agency theory was used by Zu and 

Kaynak (2012). They researched how buying firms can manage quality, and 

investigated how factors affect the use of supply chain quality management (SCQM). 

Lau (2010) examined the difference between decision-making processes in family and 

non-family firms. In corporate governance, Renders and Gaeremynck (2012) examined 

the impact of agency problems on the quality and effectiveness of corporate governance 

structures in listed companies from fourteen European countries between 1999 and 

2003. Wiese and Toporowski (2013) applied agency theory in CSR practices in the 

supply chain; they researched organisations that implement CSR practices along with 

their other stakeholders in supply chains. 

2.3.4 Ideas Implemented in this Thesis 

The agency problems denote the problems arising from the separation of ownership and 

management, where the principal (one party) delegates work to the agent (another 

party) who accomplishes that work (Jensen and Meckling, 1976; Eisenhardt, 1989). The 

conflict of interest between the principal and the agent becomes the root cause of the 

agency problems; furthermore, the principal cannot verify the actions of the agent 

(Eisenhardt, 1989). Jensen and Meckling (1976) and Eisenhardt (1989) further define 

that conflict of interest and goal conflicts cause other problems such as adverse 

selection and moral hazards.  
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Moral hazards denote opportunist behaviour of the agent who takes sub-optimal 

decisions based on self-interest due to the deficiency in the contract between the agent 

and the principal or adverse selection. The adverse selection represents the problems of 

hiring agents as the principal may not identify the lack of required or necessary skills in 

the agent during recruitment due to information asymmetry between the principal and 

agent. Consequently, the agent may not deliver the expected performance (Gomez-

Mejia and Balkin, 1992). 

As mentioned earlier and illustrated in Table 2.1, this presents some assumptions about 

organisations, information and people (Eisenhardt, 1989). The key idea of agency 

theory revolves around the relationships between the principal and the agent that is 

influenced by information asymmetry which can be improved by using incentives. 

Consequently, the agent becomes more inclined to achieve the organisational goals. The 

unit of analysis in agency theory is the contract between the principal and the agent as 

well as the contract which sets direction along with the behaviour of the agent. On the 

human assumption, agency theory assumes that in any relationship a conflict of interest 

arises where one party (agent) is expected to act according to the best interests of 

another (principal). The agent’s interest may differ from the principal’s best interest that 

leads the agent to deviate from the contract or bounded rationality and becomes risk 

averse by making decisions of self-interest.  

In organisational assumption, agency theory depicts information asymmetry which lays 

the foundation for goal conflicts among the principal and the agent that affect efficiency 

and effectiveness which can be resolved by controlling the agency relationship through 

identifying the most effective contract. Additionally, the principal can mitigate the 

agency issues by using monitoring and feedback that involves agency costs. This is 

known as information purchasable in agency theory. With regards to contract 

assumption, agency theory emphasises on addressing agency issues and risk sharing. 

Further trickle down to the problem domain, agency theory highlights the relationships 

in which the principal and the agent have different goals and risk preferences.  
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Table 2.1: Agency Theory Overview 

Source: Eisenhardt (1989, p.59)  

 

2.4 Issues Identified  

Issues in sustainability compliance identified in the literature with the help of agency 

theory are discussed in subsections.  

2.4.1 Moral Hazards  

Moral hazards can be defined as the lack of effort to guard against risk on the side of 

the agent. In an organisation the agent is supposed to act on behalf of the principal; 

however, the agent may not be in alignment with the goals set by the principal or 

organisation (Eisenhardt, 1989). Under moral hazards, the agent is more likely to follow 

self-interested choices (Pitesa and Thau, 2013). This may include the agent not putting 

the desired effort into the job role as expected by the principal or organisation. 

Within the perspective of the food sector, the literature on food safety reveals that non-

compliance with food safety and quality can be widespread and problematic. It is 

Key idea Principal-agent relationships should reflect the efficient 

organisation of information and risk-bearing costs 

Unit of analysis A contract between principal and agent 

Human assumption Self-interest 

Bounded rationality 

Risk-aversion 

Organisational assumption Partial goal conflict among participants 

Efficiency as an effectiveness criterion 

Information asymmetry between principal and agent 

Information as a purchasable commodity 

Information assumption Information as a purchasable commodity 

Contracting assumption Agency (moral hazard and adverse selection) 

Risk sharing 

Problem domain Relationships in which principal and agent have partly 

differing goals and risk preferences (e.g. compensation, 

regulation, leadership, impression management, whistle-

blowing, vertical integration, transfer pricing) 
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believed that food safety problems are related to major behavioural factors along with 

microbiological problems (Griffith et al., 2010). Howes et al. (1996) state that food 

handler error and malpractices were responsible for 97% of outbreaks; food handler 

approaches to predict the behaviour of non-compliance with hygiene practices are 

broadly examined (Clayton and Griffith, 2008). For example, Mullan and Wong (2009) 

believe that knowledge has importance in hygienic food handling, but knowledge alone 

does not lead employees to comply with safe food handling. Although some 

behavioural aspects relate to the individual, more than 40% are associated with the 

prevailing organisational culture of food safety. The organisational work environment 

influences employees in the workplace: how they behave and what the organisation 

expects of them and how they interact (Griffith et al., 2010). Hence, for food safety 

practices, organisational culture including provided facilities and leadership within it 

allow and encourage them, leading the food handler to comply with hygienic food 

handling practices (Griffith, 2000).  

2.4.2 Goal Conflict  

Goal conflict is the degree to which the agent’s goals are misaligned with the 

organisational goals (Locke et al., 1994), this is usually due to the agent’s self- interest. 

Goal conflict can become a risk to the organisation regarding strategies and processes 

that create hurdles in achieving strategic goals (Sharpe, 1990). Slocum (2002) believes 

that goal conflict arises due to pressure to perform multiple tasks for achieving several 

goals in a limited time which leads the agent to deviate from the organisational goals. 

Murillo–Luna et al. (2011) identified the causes of non-alignment of goals as lack of 

management commitment and limited employee preparation. In order to achieve goal 

alignment, organisations strive to engage and encourage their staff to adopt 

environmental friendly behaviour as employees’ roles in accomplishing organisational 

strategies are indispensable (Boiral and Paillé, 2012). Organisations seek to create a 

work environment that fosters employees’ support for organisational environmental 

commitment (Paillé et al., 2013).  

According to Ramus and Killmer (2007), organisational environmental initiatives are 

usually based on extra roles and unrewarded behaviour which contribute to 

organisational effectiveness and collective welfare. The behaviours are time-

consuming, often complex and un-recognised and mostly are made to compete with 
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intra-role behaviours that are associated with performance evaluation (Boiral and Paillé, 

2012). However, the employee’s pro-environmental commitment to undertaking 

environmental initiatives may gradually decrease when their organisation does not 

acknowledge their actions and efforts. Consequently, the problem of goal conflict arises 

between the principal and the agent which leads employees to deviate from the 

organisational environmental strategy and follow self-interested actions as they have a 

degree of leeway to alter the current practices (Boiral and Paillé, 2012). 

2.4.3 Information Asymmetry  

Information asymmetry refers to when agents have more information about their actions 

and job role than the principal. This could be when the principal finds it difficult to 

supervise the actions of the agent. In other words, information asymmetry denotes the 

agents’ information that shapes their actions. All the organisations may have basic job-

related knowledge and information of how it operates and what is happening; also 

agents have some information of their own that shapes their behaviours and contributes 

to their actions being more likely not aligned with the organisational goals and 

strategies. 

According to Bissing Olson et al. (2013) information asymmetry facilitates agents’ 

(employees) task-related pro-environmental behaviour; they perform their job tasks in 

environment-friendly ways according to their behaviour based on their level of 

knowledge and information. Furthermore, Fredrickson (2001) added that employees’ 

environmental actions in the workplace reflect the behaviour they have developed 

through their knowledge and information.  

The literature on food safety addresses safe food handling practices and issues as a 

preventive measure to foodborne diseases. The most important way to reduce the 

occurrence of foodborne illnesses is to follow safe food handling. A system of check 

and control exists for food safety in retail food establishments. Inspection reports also 

indicate that the food retailers whose employees ensure food safety compliance are less 

likely to face the food disease outbreaks as compared to the less complying food 

retailers (Jones et al., 2004). Therefore, responsibility for food safety eventually rests 

on the employees of the retail food organisation (Arendt et al., 2011). Additionally, 

food safety training of food handlers is considered a traditional way to prevent and 

control foodborne diseases. However, the research studies highlight that food safety 
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training does not lead the food handler to safe food handling practices (Clayton et al., 

2002; Henroid and Sneed, 2004; Green and Selman, 2005).  

2.4.4 Information Sharing  

Information sharing refers to the extent to which critical information is communicated 

to the other party. Appropriate information sharing between the stakeholders of an 

organisation helps to align the goals among them. Information sharing from top to 

bottom can increase the employees’ understanding of the strategic goals, while 

information sharing up to the strategic level through monitoring presents a picture of 

the behaviours of the employees. The previous research indicates that lack of 

information about the strategic decisions may obstruct the ‘line of sight’ even more. For 

this study information sharing has three main dimensions: incentive information, 

sustainability information, and food safety information.  

The literature highlights that remuneration knowledge has significant implications for 

employees’ attitudes and organisational performance. Taylor et al. (2002) indicate that 

low awareness and poor understandings of compensation can cause pay dissatisfaction 

and leads to non-alignment of goals. Information sharing about the incentives has a 

significant effect on employees’ behaviour. Knowledge and insight of the pay and 

reward system motivate the employees and enhances the satisfaction and performance 

level of the employees. Communicating pay and incentives adds value to the 

employees’ motivation and performance that helps to align the goals among the 

stakeholders of the organisation. Mulvey et al. (2002) state that poor understanding and 

low awareness about the incentives may cause pay dissatisfaction that as a result may 

lead to lower commitment and high employee turnover. Lawler (1995) states that 

without appropriate and timely information sharing of incentives and rewards this often 

appears as random and volatile communication. Information sharing between 

employees and employers facilitates mutual understanding of responsibilities embedded 

in employment relations. 

Another dimension of information sharing included in this study is sustainability 

information, as mentioned by Dawkins (2005) who indicates that communication for 

sustainability initiatives are rarely considered as the primary link. The literature reveals 

that information sharing may include future product development plans, strategies, 

organisational goals and sustainability. Also, information sharing is an important factor 
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when the stakeholders realise the benefits of collaboration (Mintel et al., 2005) for the 

sustainability strategy. Furthermore, Ellerup Nielsen and Thomsen (2009) believe that 

an organisation’s appropriate information sharing processes enhances employees’ level 

of commitment and engage them with sustainability initiatives. 

About food safety information, Griffith et al. (2010) emphasise the importance of 

sharing of food safety information; they state that without communication employees 

would be unaware of their role and responsibilities and the organisational goal of food 

safety. Hence, information sharing can align organisational objectives and strategies 

with the employees and make them understand what they are expected to do. 

2.4.5 Trust  

Within corporations, trust is a crucial part of organisational connections and 

relationships. Trust may also affect the organisation’s performance and communication 

channels in an affirmative way (Mayer and Davis, 1999; Prusak and Cohen, 2001; 

McEvily et al., 2003). Further research also suggests that there is a positive correlation 

between trust, employee commitment and behaviour within an organisation (Dirks and 

Ferrin, 2001). Trust can be defined as the extent to which individuals in a relationship 

with each other see one another as reliable and well-meaning (Nyaga et al., 2010). Also, 

Mayer et al. (1995, p.712) define trust as “the willingness of a party to be vulnerable to 

the actions of another party based on the expectation that the other party will perform a 

particular action important to the trustor, irrespective of the ability to monitor or 

control the other party”. This definition focuses on interpersonal relationships 

specifically within organisations which are related to trust in top management, line 

managers and colleagues or co-workers.  

Within organisations trust in top management can impact organisational strategies, 

procedures, and processes (Ellis and Shockley Zalabak, 2001; McEvily et al., 2003). 

Cho and Park’s (2011) research findings show that trust in top management can have 

effects on loyalty, commitment, and performance. However, trust in top management 

may differ from the line manager and co-worker trust, as it is more formal and 

organisation-focussed than based on individual or team relationships. This may also be 

described as vertical trust (Cho and Park, 2011). Additionally, trust in senior 

management increases employee commitment, consequently decreasing staff turnover, 

mainly due to higher levels of employee satisfaction (Albrecht and Travaglione, 2003).  
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Trust within line management has been widely researched by scholars in management 

and leadership studies. Trust is more relational in line management, otherwise known as 

vertical, than within top management and has been identified as one of the most 

important aspects in defining the quality of the connection between a line manager and 

an employee (Cho and Park, 2011). Research between line managers and co-workers 

has shown that trust can have a positive impact on performance, job behaviour and 

employee commitment (Cho and Park, 2011). 

Co-worker trust is usually relational between each other in a team to enable 

organisational goals to be achieved. Co-workers depend on each other and collaborate 

to accomplish work objectives; therefore trust is essential to achieve these outcomes. 

Existing research suggests that trust amongst colleagues can: assist in helping each 

other to complete tasks (Casimir et al., 2012), enhance information sharing to solve 

problems (Sankowska, 2013), and contribute to the support of existing individual 

motivations to consequently enhance shared efforts within teams (Dirks and Ferrin, 

2001). Trust between co-workers helps collaborative working relationships. Therefore 

affecting increased performance (Mayer et al., 1995) and is also found to have a 

favourable influence on employee commitment and satisfaction (Cho and Park, 2011). 

Hence, trust within top management, line management, and co-workers have a positive 

association with organisational commitment and performance (Cho and Park, 2011).  

2.4.6 Incentives  

All types of financial returns are referred to as rewards and incentives that employees 

receive as a part of employment relationships (Barton and Gold, 1994). In other words, 

all the incentives and rewards are the benefits that employees receive from their job 

(Herzberg, 1966) and are essential components for employees’ job attitude such as 

organisational commitment. Porter and Lawler (1968) divided rewards into two types: 

intrinsic rewards and extrinsic rewards. Furthermore, Katz and Van Maanen (1977) 

classified rewards into three different categories: task, social and organisational. 

Sufficient previous research links incentives and reward with employees’ organisational 

commitment and goal alignment. Incentives and rewards have a strong relationship with 

employees’ organisational commitment (Rhoades et al., 2001). Coyle Shapiro’s et al. 

(2002) study found profit sharing is a means to align the goals of management with 

employees. Also, they state that employees trust and commitment increases when they 
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recognise profit sharing favourably; consequently this persuades them to exert 

maximum effort and share valuable information with their co-workers. Lawler (2000) 

further describes the importance of incentives by stating that the achievement of 

strategic goals is highly dependent on the capacity of an organisation’s rewards and 

incentive structure. Rhoades et al. (2001) believe that employees consider the 

expectations of the incentives as a measure to evaluate their contribution to the 

organisation.  

In agency theory models, alignments of the incentives are used as control methods by 

making agent rewards related to their performance and the achieving of set targets 

(Gomez-Mejia and Balkin, 1992). Alignment of incentives usually covers four areas, 

namely; salary and bonuses, company shares, the setting of performance targets, and the 

selection of measurements used for performance.  

2.4.7 CSR Practices 

Research examining the relationship between employees organisational commitment 

and Corporate Social Responsibility CSR is gaining interest in recent years (Ditlev-

Simonsen, 2015). Glavas and Kelley (2014) highlight the importance of this 

relationship as the influence of CSR practices on employees’ commitment can be 

diffused into greater organisational performance. Employees feel proud of being a 

member of an organisation which is engaged in CSR activities (Bouraoui, 2018). The 

employee’s commitment level to the organisation is enhanced when they feel that their 

organisation cares about their present and future. There is significant research and 

quantitative data analysis since the 1980s on CSR and how it impacts on organisational 

behaviour and performance about sustainability, corporate actions, competitiveness, 

reputation and economic performance (Porter and Kramer, 2002; Johnson, 2003; Zhou 

and Ki, 2018). However, there are limited empirical studies on the impact of CSR on 

internal stakeholders, namely employees (Turker, 2009; Kim et al., 2010).  

In recent years CSR has been a keen research focus for both marketing and 

management researchers due to the effect it can have on employees (Brammer et al., 

2007; Collier and Esteban, 2007). The CSR literature shows the effect in two main 

ways. Firstly, scholars have examined the ways that CSR can attract and have an impact 

on potential future employees (Albinger and Freeman, 2000; Greening and Turban, 

2000; Backhaus et al., 2002). The research findings in these studies show that CSR 

https://www.emeraldinsight.com/doi/full/10.1108/MD-10-2017-1015
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gives organisations a positive reputation for future employees and the economy as a 

whole. When an employee has never been aware of an organisation’s existence, a good 

CSR profile may give an element of trustworthiness that may make them feel more 

comfortable to pursue a career within the specific company (Viswesvaran et al., 1998; 

Turker, 2009). Also, Brammer et al. (2007) state that CSR practices improves the 

reputation of the organisations and helps in attracting graduate trainees. 

Secondly, other research has focussed on the effect that CSR has on existing employees 

(Peterson, 2004; Rupp et al., 2006). Scholars suggest that CSR is closely linked to 

having a favourable impact on employee commitment because CSR also includes 

affirmative corporate actions on behalf of employees and their families. Brammer et al. 

(2007) analysed the effects of CSR on commitment within organisations and found a 

positive relationship between the two. Peterson’s (2004) study results suggest that 

perceived organisational membership has a positive impact on employee commitment, 

and Riordan et al. (2005) found that CSR can affect the commitment behaviour and 

attitudes of employees. Also, Eweje and Bentley (2006) suggest the relationship 

between CSR and organisational commitment is as meaningful as employee 

satisfaction. Overall, the scholars such as; Mueller et al. (2012); Ditlev-Simonsen 

(2015); Bouraoui et al. (2018) highlight a positive relationship between CSR and 

organisational commitment.  

Turker (2009) examined the effects of CSR practices on employees’ organisational 

commitment with a sample size of 269 employees working in Turkey. Their findings 

indicate a significant influence of CSR on employee commitment along with some 

other stakeholders such as customers, social and non-social stakeholders. Kim et al. 

(2010) highlights employees’ perception of CSR impact on their identification with the 

organisation and enhances their organisational commitment in a study on Korean firms. 

Ali et al. (2010) examined the multidimensional influence of CSR practices on 

employees’ organisational commitment and organisational performance. Their 

empirical study results comprised of responses from 371 employees from different 

sectors in Pakistan, revealing a significant positive relationship between CSR practices 

and employees’ organisational commitment and organisational performance.  
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2.4.8 Employees’ Organisational Commitment  

Organisations have strategies and goals to run their businesses, but usually, their 

strategies fail to be implemented in their operations, and their goals are not achieved 

due to the low level of employees’ organisational commitment that contributes to non-

alignment of the goals. Commitment involves an individual’s active relationship within 

the organisation that develops into a willingness to contribute towards the 

organisational well-being in order to achieve the organisational goals.  

Furthermore, researchers have discussed the relationship between organisational 

commitment with job performance (Nouri and Parker, 1998; Meyer et al., 2002), job 

satisfaction (Lok and Crawford, 2001), employee turnover (Currivan, 2000; Joo and 

Park, 2010), motivation (Johnson and Yang, 2010), organisational change (Shin et al., 

2012), leadership styles (Lo et al., 2010), and corporate social responsibility (Brammer 

et al., 2007). However, there is a need to explore the link between organisational 

commitments with sustainability strategy initiatives (Mesmer-Magnus et al., 2013). 

Employee commitment is the extent to which employees have a connection and link 

with the organisation (Mathieu and Zajac, 1990). Commitment can also be described as 

a mental state that defines the employees’ association with the organisation (Meyer et 

al., 1993). Employee commitment may encompass the acceptance of the organisational 

goals and values, a disposition to apply substantial effort for the organisation, and a 

keen longing to stay as a member of the organisation (Mesmer-Magnus et al., 2013).  

Scholars within an organisational context have given the study of commitment much 

attention; this is mainly due to the effects that employee commitment can have on 

performance outcomes and the increased bond the employee has with the organisation; 

making them less likely to leave (Allen and Meyer, 1990). Commitment is also known 

to produce ‘proactive employee behaviours’. Research has shown that commitment 

develops high-quality work teams, leading to a focus on the drivers behind the causes of 

commitment such as the characteristics of individuals, characteristics of organisations 

and leadership qualities (Cho and Park, 2011). 

As mentioned earlier, organisational commitment literature has established an 

association between employees’ commitment to outcomes (Meyer et al., 2002). 

Committed employees are more likely to support organisational strategy (Gagnon et al., 

2008). The literature on strategy implementation stresses compliance with and 
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implementation of the organisational strategy, according to Gagnon et al. (2008). It may 

not be surprising that poor organisational strategies often fail, but research in strategy 

implementation demonstrates that even good strategies fail during implementation. 

Mostly, failure in strategy compliance is due to the lack of commitment of the 

employees and inability to adopt the required essential measure for the accomplishment 

of strategic goals (Heracleous and Barrett, 2001). Failure in this process of commitment 

leads to deviation from the organisational goals (Boswell, 2006).  

In the organisation’s environment, Meyer et al. (2002) have identified commitment as a 

multidimensional concept that has different antecedents and consequences. Compliance 

with sustainability strategy is the consequence of commitment in this study. A 

significant amount of literature established a strong positive relationship of commitment 

to strategy implementation and compliance. Gollwitzer and Brandstätter (1997) believe 

that commitment to the goal is essential for the implementation of the strategy.  

Also, researchers have linked organisational environmental initiatives with better 

organisational performance, which is possible due to employees’ organisational 

commitment. Pritchard et al. (2008) highlighted the importance and contribution of 

employees to an organisation’s performance. Successful performance gives financial 

strength and the ability of organisations to initiate and sustain environmental initiatives. 

Therefore organisations with committed employees are more likely to be able to afford 

sustainability initiatives and contribute to environmental sustainability (Mesmer-

Magnus et al., 2013).  

Also, Mesmer-Magnus et al. (2013) suggest that employees who are committed to their 

organisations are more likely to be a part of sustainability projects such as CSR 

programmes, sustainability initiatives, and green management processes. Therefore 

employees’ behaviour is more likely to align with processes that support sustainability 

initiatives; this may be partly due to commitment being associated with low staff 

turnover, and consequently, individuals that are hired are quickly socialised with 

employees who are longstanding and committed to the organisation’s existing values 

and culture (Saks et al., 2007).  

2.5 Research Gaps 

Ample research highlighted that the research gaps revolve around the employees’ 

organisational commitment. The researchers indicate employees’ organisational 
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commitment as indispensable for accomplishing organisational goals (Allen and Meyer, 

1990; Cooper-Hakim and Viswesvaran, 2005; Boswell, 2006; Collier and Esteban, 

2007; Gagnon et al.,2008). Gagnon et al. (2008) study’s focus was on the application 

and influence of employees’ organisational commitment on organisational strategy. 

They argue that it may not be surprising that poor organisational strategies often fail, 

but research in strategy implementation demonstrates that even good strategies fail 

during implementation. Their study findings suggest that committed individuals are 

inclined to participate in accomplishing organisational goals. Furthermore, they state 

that there is a need for future research that examines employees’ organisational 

commitment in different perspectives. Commitment to organisational strategy through 

the involvement of the employees has received little attention in strategy research 

(Nketia, 2016). Allen and Meyer (1990); Cooper-Hakim and Viswesvaran (2005) 

suggest that workers with a high level of organisational commitment are more likely to 

adopt and act according to their organisational sustainability initiatives. Collier and 

Esteban (2007) argue that a highly committed workforce of an organisation is a 

predictor of effective delivery of sustainability practices. Correspondingly, Harter et al. 

(2002) found a positive relationship between employee engagement, organisational 

commitment, satisfaction and outcomes (many of the outcomes were related to 

sustainability practices).  

Ligeti and Oravecz (2009) reported that organisations improve performance by gaining 

support from employees on CSR initiatives. However, the literature has highlighted the 

relationship of employees’ organisational commitment with organisational 

sustainability initiatives, but no such research tests the direct relationship (Mesmer-

Magnus et al., 2013). Rettab et al. (2009) examined the relationships between employee 

organisational commitment, corporate reputation, organisational competitiveness, and 

corporate social responsibility by using international samples. Their findings suggest 

CSR practices improve performance and organisational reputation and develop 

employee organisational commitment. Consequently, they found a strong association 

between employee organisational commitment and CSR practices. Similarly, Ellerup 

Nielsen and Thomsen (2009) found highly committed employees were more likely to 

engage in CSR practices related communication with the colleagues and external 

stakeholders as well. Thus, there is a need to examine the relationship between 

employees’ organisational commitment and sustainability compliance. Their findings 
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are acknowledging Heracleous and Barrett’s (2001) statement that usually; failure in 

strategy compliance is mainly due to inability to adopt the required essential measures 

and lack of employees’ organisational commitment in order to accomplish 

organisational goals. Thus, lack of commitment process leads to deviation from the 

organisational goals (Boswell, 2006). Employees’ commitment to achieving the 

strategic goals is influenced by the supportive factors (Prieto and de Carvalho, 2018). 

For this study, the influencing factors included that affecting employees’ organisational 

commitment for sustainability compliance. The influencing factors include moral 

hazards, goal conflicts, information asymmetry, information sharing, trust, CSR 

practices. Employees’ organisational commitment to influencing factors for 

sustainability compliance is an overarching research gap. Employees’ commitment to 

achieving the strategic goals is influenced by the factors that have been paid limited 

attention (Nketia, B.A., 2016; Prieto and de Carvalho, 2018). Also, this research study 

is a response to Mesmer-Magnus et al. (2013) and Schrettle at al. (2014) for examining 

the direct relationship of employees’ organisational commitment to sustainability.  

2.6 The Research Hypotheses after Model Development 

As the literature relevant to this study has already been presented in the previous 

Chapter, here, additional factors are discussed that might influence employees’ 

organisational commitment that leads to sustainability compliance. The constructs 

identified earlier are discussed in this Chapter in detail. In particular, from the 

theoretical perspective, as presented in the previous Chapter, the researcher has 

developed a model with certain identified factors that influence sustainability 

compliance.  

Eight hypotheses have been developed based on the literature and agency theory in 

order to address the research objectives. The first three constructs are Moral Hazards, 

Goal Conflict, and Information Asymmetry, adopted from Eisenhardt (1989). Previous 

research has confirmed that Moral Hazards (Zhao, 2008), Goal Conflict (Slocum et al., 

2002) and Information Asymmetry (Von Thadden and Zhao, 2012) have a negative 

relationship with employees’ organisational commitment that influences compliance of 

sustainability strategy. The constructs, Information Sharing (Long, 2000; Sweins and 

Kalmi, 2008), Trust (Alfes et al., 2012) and incentive schemes (Coyle-Shapiro and 

Shore, 2007) have a positive relationship with employees organisational commitment 

that leads to compliance of sustainability strategy (Pullman et al., 2009). Also, the 
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organisational commitment of the employees at the operational level has a positive 

relationship with compliance at the operational level  

2.6.1 Moral Hazards (MH) 

Principal-agent literature highlights the problem of Moral Hazard that refers to lack of 

effort on the part of the agent. Moral Hazard problems arise when the agent acts on 

behalf of the principal. Therefore, there are more chances that the agent deviates from 

the principal’s goals (Eisenhardt, 1989). Principal-agent literature highlights that the 

agent usually has more information than the principal about his or her intentions or 

actions because the principal cannot monitor the actions of the agent. Then the agent 

may be encouraged to differ from the goals of the principal or to act inappropriately due 

to his or her non-alignment with the interests of the principal (Eisenhardt, 1989). The 

argument here is that the agent may not make the effort that is expected of him. Zhao 

(2008) states Moral Hazard problems arise due to non-awareness of the actions and 

default actions of the agent. Von Thadden and Zhao (2012) state that the agent assumes 

his actions are correct and may deviate from the organisational goals and minimise 

employees’ organisational commitment. Thus moral hazards have a negative 

relationship with employees’ organisational commitment. Furthermore, specific to 

moral hazards in retail, Rubin (1978); Mathewson and Winter (1985); Brickley and 

Dark (1987) and Pouryousefi and Frooman (2017) believe that problems of moral 

hazards exist in major retailers. 

H1: Moral hazards have a negative relationship with employees’ organisational 

commitment.  

2.6.2 Goal Conflict (GC) 

Goal conflict is the extent to which individuals feel that their goals are incompatible 

(Locke et al., 1994). Review of the literature suggests that the risk is uncertainty about 

outcomes or events (Glickman and Gough, 1990; Miller and Bromiley, 1990). 

Regarding business risk, this creates difficulties in forecasting and planning activities, 

which impairs organisational strategy and future action plans (Bettis and Thomas, 1990; 

Sharpe, 1990). In the principal-agent model, agency problems of goal conflict arise as a 

risk when an agent deviates from the strategic goals; furthermore, the risk of non-

alignment of the goals increases when the principal is unable to determine the actions of 

the agent (Pouryousefi and Frooman, 2017). Demsetz and Lehn (1985); Stiglitz (1987), 
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Kren and Kerr (1993) and Stroh et al. (1996) explained risk as agent’s simultaneous 

non-aligned actions to the principal’s goals that shape the firm’s future, and this 

becomes more difficult to monitor. Milgrom and Roberts (1992) support that the 

principal cannot determine whether the agent’s actions are self-interested or are 

according to the principal’s goals. Therefore, agency problems arise as a result of the 

non-alignment of the goals between the principal and the agent; Agency theory 

embedded the risk sharing literature by raising the agency problem that occurs when 

cooperating parties have different goals and perceptions (Ross, 1973; Jensen and 

Meckling, 1976). Slocum et al. (2002) found that goal conflict has an indirect influence 

on performance and a negative relationship with goal commitment. Therefore, it is 

hypothesised that goal conflict has a negative relationship with organisational 

commitment.  

H2: Goal conflict has a negative relationship with employees’ organisational 

commitment. 

2.6.3 Information Asymmetry (IA) 

Uncertainty in compliance with the strategic sustainability strategy brings focus to the 

need for information flow unfettered up and down the organisation in order for the 

system to work. Appropriate information sharing within the organisation can create 

greater understanding for both, i.e. the principal and the agent. Information down to the 

employees can deliver the picture of strategic goals to the agents and help them to 

realise what they are expected to do, and help to align the goals. Information up to the 

principal through monitoring helps to assess the agent’s behaviour and reward them 

accordingly in the best interest of the organisation which creates the ground for the 

alignment of interest between the principal and the agent.  

Furthermore, the above statement is supported by the researchers who have highlighted 

two issues of information flow, which arise when the organisation has inappropriate or 

lacks information flow (Pouryousefi and Frooman, 2017). The first arises from 

asymmetry when the agent has information about his or her preferences, motivations 

and risk aversion rather than the goals of the organisation and the second arises when 

the principal has difficulty in monitoring or verifying the agent’s behaviour (Eisenhardt, 

1989; Zajac and Westphal, 1994; Lan and Heracleous, 2010; Pouryousefi and Frooman, 

2017). Consequently, information asymmetry leads the unaware agent to choose some 
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default actions unconsciously; therefore information asymmetry has a negative effect on 

compliance (Von Thadden and Zhao, 2012) and employees’ organisational 

commitment.  

H3: Information asymmetry has a negative relationship with employees’ organisational 

commitment. 

2.6.4 Information Sharing (ISH) 

This study is motivated to examine the factors which have a positive influence on 

compliance through improved employees’ organisational commitment. Researchers 

have proposed some governance mechanisms for alignment of interests. Eisenhardt 

(1989) suggests two governance mechanisms to minimise conflict of interest: the first 

mechanism is the use of incentive schemes, and the second mechanism is appropriate to 

use of information sharing systems that keep the agents informed about the principals’ 

actions, i.e., strategy and incentives schemes can reduce information asymmetry. Hence 

organisational goals, performance evaluation, and continuous improvement can be 

achieved through rewards and effective communication in order to achieve the goals of 

the organisation. The success of planning and decision making based on critical 

information can be acquired through an effective communication strategy.  

Communication provides information balance, allowing each employee equal 

opportunity to respond within the same reference. Information sharing with every 

employee is vital to work successfully. Jones and Butler (1992) support the argument 

that if the agents are not awarded with the incentives apart from their salary and there is 

a lack of communication, then there are chances of shirking; the agents reduce 

performance and follow self-interests. Literature reviews of pay and reward schemes 

highlight the advantages of sharing knowledge and information of pay and rewards with 

the managers and employees.  

The literature suggests that pay knowledge has potentially significant implications for 

employees’ attitudes and organisational performance. Taylor et al. (2002) show concern 

that low awareness and poor understanding about compensation can cause pay 

dissatisfaction which may lead to non-alignment of goals. Sweins and Kalmi (2008) 

support the above statement that the employees who know more about the pay system 

engage in their work in order to improve their performance and achieve the strategic 

goals that lead to sustainability compliance.  
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Researchers like Lawler (2000) emphasise alignment of the strategic goals with the 

employees through a pay and rewards system. Furthermore, Taylor et al. (2002) argue 

that employees give importance to the pay and rewards schemes and when they are 

aware of them, that keeps them motivated. Communication about pay systems is 

important (Long, 2000). Sweins and Kalmi (2008) believe that a pay reward process 

and understanding of the process improves employee satisfaction and enhances 

employee engagement. Pay has a significant effect on employee behaviour; also 

communication on pay and reward systems add value and understanding the incentive 

plans enhance employee commitment and that leads to compliance with the strategic 

goals. Therefore, it is hypothesised that information sharing has a positive relationship 

with employees’ organisational commitment (Bouraoui et al., 2018).  

H4: Information sharing has a positive relationship with employees’ organisational 

commitment. 

2.6.5 Trust (TR) 

An individual’s perception of some factors is known as trust. A significant amount of 

literature exists on what inspires and inhibits trust, in other words, what can be the 

source of evidence upon which the other party’s trustworthiness and the decision to 

trust them. Dietz and Den Hartog (2006) define trust further that encompasses a belief, 

decision, and action. Trust is a set of beliefs of one party to another about the actions of 

positive consequences (Gabbay and Leenders, 2003). In an organisation, the major 

factors of trust are the ways that the employees have been treated by the organisation or 

top management, and how they keep their promises and meet their obligations 

regarding the well-being of the employees (Guest and Conway, 2002; Fuchs, 2003). 

Trust is an essential aspect of organisational relationships. The researchers believe that 

trust represents an important variable that influences an organisation’s performance 

(Mayer and Davis, 1999; Prusak and Cohen, 2001; McEvily et al., 2003). Also, trust 

enhances the effectiveness and efficiency of communication (Blomqvist and Levy, 

2006). 

Robinson (1996) further explains trust as an employee’s belief about the possibility that 

future actions of the employer will be beneficial and are not against the employee’s 

interests; therefore, trust is a crucial factor that influences employee behaviour. The 

positive relationship is amplified when trust in the employer is high (Alfes et al., 2012). 
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There is an obvious link between an employee’s trust in their management and 

organisation performance, as trust increases organisation performance. Therefore, trust 

has a positive relationship with performance (Aryee et al., 2002). Also, trust has a 

positive relationship with commitment (Morgan and Hunt, 1994; Kwon and Suh, 2005).  

H5: Trust has a positive relationship with employees’ organisational commitment. 

2.6.6 Incentives (IN) 

Review of the literature reveals that incentives align the goals between the principals 

and agents. It also supports the positive assumption about the relationship between 

incentive schemes and compliance with strategic sustainability strategy. Researchers 

believe that strategic goals correlate with the rewards system, as the strategic goals are 

heavily dependent on the rewards system of an organisation (Lawler, 2000). 

Effective incentive schemes and rewards are essential factors in any formal 

organisation. Organisations address fundamental questions of alignment of goals 

through rewards with the employees who give their time and effort to achieve the 

common goal. Deckop et al. (2004) support the above statement that organisations can 

achieve alignment of their goals with employees by providing incentives to the 

employees. Bonner et al. (2000) argue that pay, bonuses or career prospects are linked 

to performance; these are also known as extrinsic motivators. Prior research proved that 

motivated employees perform better towards compliance with the strategic goals as 

individuals are assumed to have a preference for an increase in leisure and wealth. 

Individuals in the supply chain may align with the organisations’ goals and objectives 

when the organisations accomplish their desires, needs, and future expectations. Also, 

agency theory-based research supports incentive schemes for aligning the actions of 

agents according to the organisations (Baker et al., 1988; Tosi Jr and Gomez-Mejia, 

1989; Jensen and Murphy, 1990).  

Different shapes of incentive schemes motivate individuals in particular and pay 

systems in general (Rynes and Gerhart, 2000), such as pay for performance (Rhoades et 

al., 2001), profit sharing (Coyle‐Shapiro et al., 2002), bonuses (Armstrong, 2002) and 

rewards (Sprinkle, 2000). Hence, incentives have a positive relationship with 

employees’ organisational commitment (Sweins and Kalmi, 2008).  
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H6: Incentives have a positive relationship with employees’ organisational 

commitment.  

2.6.7 CSR Practices (CSR) 

The literature suggests that employees are important with regarding CSR initiatives 

(Albinger and Freeman, 2000; Backhaus et al., 2002; Peterson, 2004; Glavas and 

Kelley, 2014). The research shows that CSR-focused organisations are more likely to 

attract a higher level of potential employees and be able to retain a committed 

workforce (Turban and Greening, 1997; Greening and Turban, 2000). Also, employees 

feel proud to work for a reputable organisation involved in CSR practices (Peterson, 

2004; Brammer et al., 2007). 

Additionally, the internal organisational environment can be a factor in the creation of 

employee commitment. Also, better working conditions with career development and 

family-oriented policies can increase employee commitment. Furthermore, the literature 

indicates that CSR practices directly linked with psychological and physical work 

settings can influence commitment within the organisation; therefore, CSR practices 

have a positive relationship with employees’ organisational commitment (Turker, 2009; 

Choi and Yu, 2014; Ditlev-Simonsen, 2015). 

H7: CSR practices have a positive relationship with employees’ organisational 

commitment. 

2.6.8 Employees Organisational Commitment (EOC) 

Mathieu and Zajac (1990) define organisational commitment as a bond or linking of the 

individual to the organisation. Meyer and Allen (1991) explain further that commitment 

is a psychological state or mindset that increases the likelihood that an employee 

follows the goals of the organisation and is a part of it. They divide commitment under 

three labels: affective commitment (desire to remain), continuous commitment 

(perceived cost of leaving), and normative commitment (perceived obligation to 

remain). Alternatively, Porter et al. (1974) categorised commitment with the three 

factors: (a) strong belief in the acceptance of organisational goals and values (b) 

willingness to comply with organisational strategies, and (c) also a strong desire to be a 

part of the organisation. Commitment involves an individual’s active relationship with 

the organisation that develops a willingness to contribute towards the organisational 

well-being in order to achieve the organisational goals.  
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A significant amount of literature supports the argument that employees with a low 

level of organisational commitment pursue self-interest, while employees with a high 

level of organisational commitment exert considerable effort on behalf of the 

organisation followed by strong belief and acceptance of goals and values of the 

organisation (Nouri and Parker, 1996; Otley and Pierce, 1996; Nouri and Parker, 1998; 

Lord and Dezoort, 2001). Therefore employees’ organisational commitment is an 

essential factor for successful organisational sustainability strategy (Ditlev-Simonsen, 

2015). Mesmer-Magnus et al. (2013) point out those sustainability strategy initiatives 

are linked with the employee’s commitment to their organisations. Furthermore, they 

argued that an organisation could implement sustainability through the alignment of 

goals with the employees. Therefore, it is hypothesised that employees’ organisational 

commitment has a positive relationship with compliance with sustainability strategy. 

H8: Employees’ organisational commitment has a positive relationship with the 

compliance with strategic sustainability strategy. 

Based on the above view, a conceptual model is proposed, which has moral hazards, 

goal conflicts, information asymmetry, information sharing, trust, incentives, CSR 

practices, employees organisational commitment, and compliance with environmental 

sustainability. See figure 3.1 for the proposed research model. 
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Figure 2.1: Proposed Research Model 
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2.7 Conclusion 

This Chapter presented the literature review on sustainability compliance within the 

context of major UK food retailers. After reviewing the literature, employees’ 

organisational commitment emerged indispensable for compliance. Key influencing 

factors affecting employees ’organisational commitment were also identified, and each 

factor was discussed in detail. The literature gaps were also identified in view of the 

previous studies.  

An overview of the corporate strategy in the context of sustainability presented, 

previous literature reiterates that organisations cannot perform well without strategies 

and strategy implementation is as important as the strategy itself. Furthermore, 

researchers believe that the individual’s support within an organisation is essential for 

strategy implementation in order to achieve organisational goals. In this Chapter, 

sustainability issues in general and within the food sector, in particular, were 

highlighted from previous literature and research: a concern was shown by the 

researchers for food safety, handling, and hygiene due to the ever-increasing numbers 

of alerts related to food poisoning.  

Theoretical background with agency theory perspective is discussed in this Chapter 

along with a brief discussion of the use of the theory in other disciplines and the main 

ideas of agency theory adopted for this study. Before highlighting the research gaps, 

issues in sustainability compliance are identified with the help of related literature and 

agency theory and development research hypotheses presented in this Chapter. The next 

Chapter discusses the research methodology. 
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Chapter 3 

Research Methodology 

 

3.1 Introduction  

In the previous Chapter, research hypotheses and the framework were developed on the 

basis of agency theory and previous literature. Afterwards, construction of the 

questionnaire was discussed in detail. The purpose of this Chapter is to discuss the 

appropriate research methodology in order to achieve the aim and objectives of the 

research study. Also, it provides details of the data collection and statistical analysis 

method adopted for this research study. This Chapter is divided into several sections; 

section 3.2 presents research philosophies and paradigms, section 3.3 depicts research 

approaches. Section 3.4 describes the research strategy, and section 3.5 justifies the 

chosen methodology in light of RQs. Section 3.6 presents the design of the study and 

section 3.7 discusses the sampling strategy. Section 3.8 depicts the sample size; section 

3.9 describes development of the questionnaire. Section 3.10 presents construction of 

the questionnaire. Section 3.11 of the pilot study, section 3.12 presents the main study 

while section 3.13 presents a timeframe for the data collection. Section 3.14 presents 

Structural Equation Modeling (SEM), and section 3.15 presents structural model testing 

and hypotheses testing. Section 3.16 describes ethical considerations and the final 

section 3.17 concludes this Chapter.  

3.2 Research Philosophies and Paradigms 

Research philosophy is a wide-ranging term about the development of knowledge and 

its nature (Saunders et al., 2009). Research philosophy guides the research strategy, 

research design, and research methods. A researcher adopts a research philosophy that 

is surrounded by several assumptions about how the researcher views the world. 

Researchers become familiar with different research philosophies by different 

assumptions, i.e., epistemology, ontology and axiology (Collis and Hussey, 2009; 2013; 

Saunders et al., 2009; Saunders and Tosey, 2015). Several issues related to 

epistemology, ontology, and axiology should be taken into account in a research study; 

such as perceptions, assumptions, different beliefs, nature of reality, values and ethics 

of every individual engaged in the research and their influence throughout the study 

from the design of the research to a conclusion. Therefore, it is essential to develop a 

https://scholar.google.co.uk/citations?user=Myy3jGEAAAAJ&hl=en&oi=sra
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comprehensive understanding of these concepts and appropriate selection of philosophy 

and paradigm that address the aim and objectives of the research study. By following 

these steps, a researcher can minimise the research biases (Fowler, 2013; Bryman and 

Bell, 2007; Saunders and Tosey, 2015). However, there is no one philosophy inherently 

better than another; research questions and the way to address the questions make the 

research philosophy a ‘better’ one.  

Collis and Hussey (2009); Punch (2013) highlight the significance of research 

philosophy in social science research, as the human element can add several 

components due to the free will of participant and researcher. Research philosophies 

develop a better understanding of the relationship between theory and data. 

Furthermore, addressing philosophical issues is essential for research quality; it also 

provides clarity to the research design. Positivism and interpretivism (different terms 

are used by researchers) are commonly used research paradigms in the research area of 

social sciences. 

However, several other paradigms with different assumptions exist; Collis and Hussey 

(2009; 2013) and Saunders and Tosey (2015) explained further, that these paradigms 

exist on a continuum line that provide a link between positivism and interpretivism. 

Table 3.1 summarises both paradigm assumptions. 

3.2.1 Positivistic Paradigm 

Positivist research attempts to search for or test universal laws about specific social or 

natural phenomena. It assumes attributes, beliefs, and satisfaction as a social reality, 

with behaviours for the scientific study. Positivist research usually uses a quantitative 

method; also researchers take firm and accurate measures to test the hypotheses by 

carefully analysing the numbers from the measures (Neuman, 2005). Hussey and 

Hussey (1997), Collis and Hussey (2013) state that a positivistic paradigm is linked 

with the causes and evidence of a social phenomenon; Previous researchers such as 

Ayer (1959); Schrag (1992) and Maxwell and Delaney (2004) suggest that observations 

in social science research should be conducted like a physical phenomenon of natural 

science researchers. Also, they recommend the researcher must play a neutral role 

throughout the observation, and avoid any comment or argument with the research 

participants. Furthermore, Tashakkori and Teddlie (2003) and Mertens (2014) added 

that the researcher can determine the validity and reliability of the research by focusing 

https://scholar.google.co.uk/citations?user=Myy3jGEAAAAJ&hl=en&oi=sra
https://scholar.google.co.uk/citations?user=O5xDzn0AAAAJ&hl=en&oi=sra
https://scholar.google.co.uk/citations?user=ZL3hy0AAAAAJ&hl=en&oi=sra
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on objectivity and must use a formal writing style to describe with impersonal passive 

voice and technical terminology.  

Philosophical 

Assumption  

Positivism  Interpretivism 

 

Ontological Assumption  

(The nature of reality) 
Reality is objective and 

singular, separate from the 

researcher. 

Reality is subjective and 

multiple, as seen by 

participants. 

Epistemological Assumption  

(What constitutes valid 

knowledge) 

The researcher is 

independent of that being 

researched. 

Researcher interacts with 

that being researched. 

Axiological Assumption  

(The role of values) 
Research is value-free and 

unbiased. 

Researcher acknowledges 

that research is value-laden 

and biases are present. 

Rhetorical Assumption  

(The language of 

research) 

The researcher writes in a 

formal style and uses the 

passive voice, accepted 

quantitative words and set 

definitions. 

The researcher writes in an 

informal style and uses the 

personal voice, accepted 

qualitative terms and 

limited definitions. 

Methodological Assumption  

(The process of research) 
The process is deductive.  

Study of cause and effect 

with a static design 

(categories are isolated 

beforehand).  

Research is context-free.  

Generalizations lead to 

prediction, explanation, and 

understanding.  

Results are accurate and 

reliable through validity 

and reliability. 

The process is inductive.  

Study of simultaneous 

mutual shaping of factors 

with an emerging design 

(categories are identified 

during the process).  

Research is context-bound.  

Patterns and theories are 

developed for 

understanding.  

Findings are accurate and 

reliable through 

verification. 

Table 3.1: Assumption of the Main Paradigms 

Source: Collis and Hussey (2009, p.58) 

 

3.2.2 Interpretivistic Paradigm 

Interpretivism was developed to overcome the perceived deficiencies of positivism to 

fulfil the requirements of social scientists (Collis and Hussey, 2009; 2013). 

Interpretivism highlights the significance of the researchers in order to understand the 

dissimilarity among humans which suggests the researchers grasp subjective nature 

(Saunders et al., 2009; Saunders and Tosey, 2015). It is also believed in this paradigm 

that reality is subjective and based on human emotions and experience (Collis and 

Hussey, 2009; 2013). Therefore, researchers take different construction, interpretation, 
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and meaning into consideration, which emerges from thoughts, feelings or 

communications of a person individually or as a group of people. 

Table 3.2: Overview of the Positivist and Interpretivist Paradigms 

Adapted from Fraser (2014)  

 

 In contrasting positivism, which concentrates on measuring social phenomena, the 

interpretivist paradigm focuses on investigating the complexity of social phenomena 

that increase interpretive understandings (Collis and Hussey, 2009; 2013). 

Positivist paradigm Interpretivist paradigm 

Common terms 

Mainstream Alternative 

Quantitative Qualitative 

Objectivist Subjectivist 

Scientific Humanistic 

Experimentalist Constructivist 

Traditionalist Nominalist 

Main features 

Tends to produce quantitative data Tends to produce qualitative data 

Uses large samples Uses small samples 

Concerned with hypothesis testing Concerned with generating theories 

Data is highly specific and precise Data is rich and subjective 

The location is artificial The location is natural 

Reliability is high Reliability is low 

Validity is low Validity is high 

Generalises from sample to the 

population 

Generalises from one setting to another 

Methodologies 

Cross-sectional studies Action research  

Longitudinal studies Ethnography 

Surveys Feminist perspective 

Database analysis Grounded theory 

Meta-data analysis Hermeneutics 

 Participative inquiry 
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Interpretivism research is usually related to an inductive approach where theory is 

developed followed by data collection and analysis (Saunders et al. 2009). The 

positivist and interpretivism paradigms’ differences lead to a significant conclusion that 

no paradigm is better than another. Therefore, it is important to know the research 

philosophy in sustainability compliance, business, and management, see Table 3.2 

3.3 Research Approaches 

There are two research approaches: deductive and inductive, known respectively as a 

theory to observation and observation to theory. Furthermore, the deductive approach 

follows a ‘top-down’ research approach, whereas an inductive approach follows a 

‘bottom-up research approach (see figure 3.1). 

3.3.1 Deductive Approach 

In deductive research, a researcher tests a conceptual and theoretical structure with the 

help of empirical observation (Collis and Hussey, 2008; 2013; Saunders and Tosey, 

2015). Smith (2014) explains further that in a deductive approach a researcher develops 

hypotheses based on existing theory, tests the hypotheses with collected data and then 

confirms or modifies the theory. In other words, deductive research moves from general 

to specific (Collis and Hussey, 2009; 2013). Furthermore, Saunders et al. (2011) 

describe a deductive approach as research based on quantitative data collected and 

followed by a structured research process to validate the research outcome. 

3.3.2 Inductive Approach 

The inductive approach works the other way; building a theory from the empirical data 

collected (Collis and Hussey, 2008; 2013). Smith (2014) defines the process of an 

inductive approach as starting from collecting and analysing data to developing a 

theory. Therefore, the inductive approach moves from observation to theory (Collis and 

Hussey, 2009; 2013; Punch, 2013). This approach tries to obtain a deeper insight into 

the area of the research and finds out various implications of the event. Furthermore, an 

inductive approach is less concerned with the results of the research (Saunders et al., 

2011; Punch, 2013). 
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Figure 3.1: Research Process in Inductive and Deductive Approaches 

Source: Trochim (2006) 

3.3.3 Research Approach Adopted for this Study 

This study examines the compliance with environmental sustainability strategy by 

measuring the relationship between independent and dependent variables. In the 

beginning, the study started with an extensive review of the literature and developed a 

conceptual approach for the empirical examination. In order to address the research 

objectives, a set of hypotheses was developed based on the conceptual approach with 

the support of agency theory. A quantitative approach is used for the data collection and 

analysis of this study, as a deductive method used in the positivist paradigm follows the 

hypotheses (Gilbert, 2001; Punch, 2013). Hussey and Hussey (1997) and Punch (2013) 

have defined positivist paradigm as a process to identify an appropriate theory for the 

research with the help of literature that leads to the construction of the hypotheses.  

An empirical study was adopted for this research while a survey questionnaire was used 

for the data collection. This study was conducted within major food retailers of the UK, 

where data was collected from the middle management and operational levels in order 

to examine the compliance with environmental sustainably. Following the data 

collection, statistical measures were applied to test the hypotheses. A pilot study was 

conducted before the main data collection for measuring the validity and reliability of 

the survey questionnaire. 

3.4 Research Strategy  

Following research philosophy and paradigm, it is essential to determine the research 

strategy that must link with the adopted research philosophy and paradigm (Saunders et 
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al., 2011). Several research strategies are used in business and management, e.g. 

survey, longitudinal, case study, experiment, grounded theory, and ethnography. 

Experiment and survey strategies are related with positivist or deductive approaches, 

while interpretivism or inductive cover grounded theory and ethnography; however, 

some research strategies such as survey and case study can be used for deductive and 

inductive studies (Collis and Hussey, 2009; 2013). Also, a researcher can use single or 

multiple research strategies (Saunders et al., 2011); however the selected research 

strategy or strategies must address the aim and objectives of the research (Collis and 

Hussey, 2009; 2013).  

Survey questionnaires are known as the best source of collecting information, as they 

provide organisational policies and practices as well as insight into individuals’ 

perceptions and attitudes (Baruch and Holtom, 2008; Saunders and Tosey, 2015). 

According to Collis and Hussey (2009; 2013), a selection of the method or technique 

from a wide range is important to meet the philosophical assumptions within the study 

paradigm that must meet the aim and objectives of the research. 

3.4.1 Research Strategy Adopted  

A cross-sectional study employing a survey method was conducted to capture the 

responses of the participants. Collis and Hussey (2009; 2013) described a questionnaire 

as a list of carefully structured questions chosen after considerable testing to obtaining 

reliable responses from a certain group of people. According to Zikmund (2000), Yin 

(2003) and Bell et al. (2018) survey method is the best source to capture respondents’ 

opinions, feelings and thoughts especially when the focus of the information is 

behaviour. Moreover, a survey method is considered as a more accurate source of 

information so that the researcher can conclude by generalising the outcome from a 

sample of the population (Creswell, 2005). Also, the survey method can manage a large 

sample size quickly, efficiently and economically (William, 2003; Sekaran, 2006; Bell 

et al., 2018). 

A survey questionnaire is one of the most used data collection methods within the 

survey strategy. It allows the respondents to answer in an efficient way (Saunders et al., 

2011). Also, the survey questionnaire technique is quicker and cheaper than an 

interview (Blumberg et al., 2008; Collis and Hussey, 2009; 2013). Furthermore, it is 

more convenient for the respondents, and there is less chance of bias than in an 

interview. In the case of this study, the respondents were the employees’ of very busy 
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retailers in the UK, who were available to respond to the questionnaire according to 

their availability and convenience. Therefore, a survey questionnaire method was 

adopted for this study in order to achieve the research objectives.  

According to Miller and Brewer (2003) and Bryman (2016) survey questionnaires with 

Likert scaling help to measure the attitudes of individuals. Furthermore, Likert scales 

are considered reliable due to a wide range of answers permitted to the respondents 

(Oppenheim, 1992; Bryman (2016). A five-point Likert style rating scale was applied 

for this study as a format for rating the questions where respondents indicate their level 

of response from strongly disagree to strongly agree with the questions asked. The five-

point Likert scale was adopted from Sroufe et al. (2002) who developed a framework 

for environmental management practices (EMP) and the template for the questionnaire 

was adopted from Yakovieva (2009). 

3.5 Justification of the Chosen Methodology in the Light of RQs 

The overall aim of this study is to examine sustainability compliance through the RQs 

with the help of a positivistic (quantitative) paradigm. The RQ1 is about finding the 

influencing factors which could be multiple factors, making the model vast and 

complex; for example, MH, GC, IA, IS, TR, IN, CSR and EOC are the identified 

influencing factors for this study along with their further components. A quantitative 

approach was found more suitable to handle this numeric data. The question items for 

the identified constructs were incorporated together in a survey questionnaire to find out 

their influence on the constructs to answer the RQ2 and data was collected. The RQ2 is 

about examining the extent of EOC support in compliance which demands magnitude 

(amount) of EOC for compliance, i.e., numeric data. Therefore, a quantitative approach 

was found more suitable to handle this numeric data and a cross-sectional survey 

questionnaire with 5 points Likert scale was used to record their responses. In 

pursuance of previous research questions, RQ3 addresses the outcome of the survey 

questionnaire. It was analysed thorough statistical tool to ensure compliance by using 

quantitative approach. Hence, based on the need of each RQ, the research methodology 

was determined which was largely quantitative. 

3.6 Design of the Study 

Research design develops a better understanding for the researcher about the research. 

According to Cooper and Schindler (2001) and Saunders et al. (2009) a research design 
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provides a roadmap of the research work for the researcher to examine and seek 

answers to the research questions. Literature highlights three types of research design; 

exploratory, descriptive, and causal or explanatory design (Blumberg et al., 2008). The 

researcher applied exploratory research in the first stage in order to obtain background 

information regarding the research problem. Then hypotheses were generated following 

a thorough review of the related literature. Consequently, constructs were identified for 

this research study and the hypotheses developed on the basis of previous literature and 

empirical studies, as discussed in Chapter Three. Also, the purpose of this research 

study has been defined by focusing on the research problem which mainly investigates 

the factors which affect employees’ organisational commitment for sustainability 

compliance in major UK food retailers, in particular, Tesco and Sainsbury’s. 

Afterwards, in the descriptive research design, characteristics of the respondents were 

described in order to define frequencies, percentages, means and standard deviations of 

the variables and constructs of the research. However, Zikmund (2000) and Hair et al. 

(2015) suggest that the relationship among the variables could not be explained with 

descriptive research; therefore, explanatory research was applied to describe the 

relationship between the variables of the conceptual model. Furthermore, a two-step 

analysis approach in the SEM was conducted for this research study. In the first round, 

a measurement evaluation model was carried out by using confirmatory analysis. In the 

second step, the structural model approach was applied to examining the hypothesised 

relationship between the latent variables of the model (Hair et al., 2012). A glimpse of 

the research design is presented in Figure 3.2. The overall research approach of this 

study is as follows: 

Research philosophy Positivism 

Research approach Deductive 

Research strategy Quantitative 

Time horizon Cross-sectional 

Data collection method  Survey questionnaire 
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Figure 3.2: Research Design 
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3.7 Sampling Strategy 

Sampling is a process of selection of some individuals for a study, who are 

representative of their larger population. Acquiring information from the sample is the 

aim of the sampling strategy. Most of the time, it is difficult to assess all the members 

of the relevant population due to the effort, time and money involved. To overcome this 

situation, the research should reduce the number of participants to an appropriate and 

manageable level. Reducing the number of the population to a manageable group is 

known as sampling (Teddlie and Yu, 2007; Hair et al., 2015). This small and large-

scale research sampling is also used in market research as well as in opinion polls. 

Hence, selection of an appropriate sampling procedure is essential for the research 

study to lead to the sample being unbiased and truly representative of the population. 

Usually, there are two groups of sampling in social and behavioural sciences: 

probability sampling and purposive sampling. Teddlie and Yu (2007) divided sampling 

groups into four categories: probability sampling, purposive sampling, convenience 

sampling, and mixed method sampling.  

The researcher, instead of discussing each of the four categories, focused on probability 

and purposive sampling. Probability sampling is used for a quantitative research study 

by selecting a large number of individuals from a population randomly with a view that 

the sample represents the entire population accurately (Tashakkori and Teddlie, 2003; 

Hair et al., 2015). While purposive sampling is embedded in the selection of 

individuals, groups of individuals and institutions for the specific purpose of answering 

the research, a questionnaire is focused on the research questions of the study. 

Furthermore, Maxwell (2008) states that in purposive sampling, specific individuals, 

events or some settings are selected purposely for specific important information that 

cannot be acquired from other sources. As mentioned above, this is a quantitative study, 

and a quantitative study is mainly embedded with probability sampling techniques. 

Therefore probability sampling techniques are discussed further below. 

3.7.1 Probability Sampling Technique 

There are three types of probability sampling: random sampling, stratified sampling and 

cluster sampling (Teddlie and Yu, 2007).  
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Random sampling 

In random sampling, the sampling units are taken randomly without any intention or 

choice. In a truly random sampling method, the researcher chooses the subjects without 

considering ethnic origin, age, gender or other factors. While in a systematic random 

sampling method, researchers select some per cent of the target population from a larger 

sample size by following some simple rules, for example, for a survey of 20,000 houses 

the researcher picks a sample of 10% by selecting every tenth house.  

Stratified sampling 

A stratified sampling method helps researchers to match the sample with the parent 

population by adjusting the make-up of the sample. Teddlie and Yu (2007) suggest that 

the samples should be chosen randomly from each section in order to match and 

represent the parent population.  

Cluster sampling 

In cluster sampling, the researcher, instead of sampling individual units, focuses on 

sample groups in the case where the population is spread geographically. Cluster 

sampling is not only a quicker way to sample items from a larger scale and area but can 

also save time and money. 

Sample using multiple probability techniques 

Researchers frequently use the three basic probability sampling techniques, mentioned 

above, and additionally by mixing them, which is more complex. For example, in 

multiple sampling techniques, at the first stage the clusters are randomly chosen; at the 

second stage, the sampling units are sampled within the clusters. Educational research 

could be a common example of this sampling technique in which the clusters (schools) 

are chosen (randomly), and then the sampling units (teachers) in the schools are 

sampled (randomly).  

3.7.2 Non-probability Sampling Methods 

Additionally, Miles and Huberman (1984), Teddlie and Yu (2007) and De Vaus (2013) 

have identified some other sampling methods, such as quota sampling and snowball 

sampling. 
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Quota sampling 

Quota sampling focuses on the representativeness of the sample; in contrast to the 

stratified sampling method, this sampling technique selects the sample based on 

deliberate action or intention, instead of random selection. However, there are chances 

of bias as the researcher can choose easily accessible cases.  

Availability sampling 

Anybody ready to participate can respond in availability sampling. The greatest 

advantages of this sampling method are low cost and ease, and also it covers quite large 

samples. The disadvantage of an availability sampling method is that the samples may 

not be representative of the whole population. However, precautionary measures can 

help to make available samples representative to the parent population.  

  

Snowball sampling  

Snowball sampling reflects a resemblance to a snowball mounting in size as it rolls 

downwards. Snowball sampling starts from a search for some individuals through the 

social network of the researchers who fit into the basic requirement of the research area 

and meet the eligibility criteria; then these individuals help to find other appropriate 

people with the same characteristics. Snowball sampling acquires research and 

knowledge of the researcher’s social network and acquaintances.  

Snowball sampling is a non-random method; it facilitates approaching the most difficult 

cases which cannot be possible in such situations like research on drug users and HIV 

patients.  

Snowball sampling finds further connections developed through further relationships 

and new information emerges which be collected and shared; this snowball sampling 

rolls and increases the number of participants. However, the success of the snowball 

sampling technique its credible and dependable reputation depend greatly upon the 

initial acquaintances and networks. 

The justification for the Selection of Non-Probability Sampling Method 

As mentioned earlier, this study has focused on middle management and operational 

level employees at Tesco and Sainsbury’s. To get a response from the retail employees 

is difficult due to their busy working environment and time-bound job-related activities. 
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Thus, it was very difficult for the researcher to arrange the required participants. Some 

of the store managers who were acquaintances and in social networks with the 

researcher helped to get the responses. Therefore, by following the researcher’s 

suggestion snowball sampling, a type of non-probability sampling was used to record 

the responses. “In studies where it was not feasible or appropriate for the researchers 

to use probability sampling, you find that the researchers used non-probability 

sampling. Non-probability sampling occurs when researchers select individuals to 

study because they are available, convenient and meet some criteria or characteristics 

that the investigator seeks to study” (Clark and Creswell, 2014, p.236).  

3.8 Sample Size 

Review of the literature reveals that sample size plays a critical role in research. 

Previous researchers agreed that larger sample size is required for sophisticated 

statistical analysis (Luck and Rubin, 1987; Hair et al., 2017). However, the sample size 

for this study was based on the selected statistical analysis technique: structural 

equation modelling (SEM), and according to the suggestions of research gurus such as 

Gorsuch (1983) who recommend 5 respondents at least per construct but not less than 

100 participants (Hair et al., 2017). Robust SEM requires at least a 200 sample size 

(Harris and Schaubroeck, 1990; Hair et al., 2017). Kline (2005) and Hair et al. 2017 

suggests 200 or larger sample size for a complicated path model. Hair et al. (1998) 

consider at least 200 but not exceeding 400 is an appropriate sample size for SEM 

analysis. Furthermore, in the case of more than a 400 sample size SEM analysis 

becomes sensitive and shows poor model fit in the goodness of fit measure. Therefore, 

as a common rule, a minimum 200 sample size is desirable for parameter estimates 

(Gerbing and Anderson, 1993; Hair et al., 2017). By following the above 

recommendations and suggestions, the researcher was determined to achieve a 

minimum of 200 usable responses.  

3.8.1 The Participants 

The focus of this study was on the tactical or middle management and operational 

levels, so the participants for the survey questionnaire were store managers, deputy 

store managers, shift managers and customer assistants (who work in the bakery as 

well).  
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3.8.2 Response Rate  

For this research study, 405 questionnaires were delivered to the middle managers and 

operational level employees of Tesco and Sainsbury’s; 198 questionnaire responses 

were received, which represented a 49% response rate. 

Missing Values 

Missing data is known as a missing response on one or more variable and not available 

for the analysis, but they are accepted as part of the data (Anderson et al., 2010). In the 

quantitative data collection method, missing data is a common issue; it exists as 

researchers intend to collect but are unable to do so due to one reason or another. 

Missing data is attributed to several factors, such as the participants accidentally 

missing some questions or unwillingness to answer certain questions. Furthermore, 

some questions might not be applicable, or of interest to the participant and some 

participants, halfway through the questionnaire might have decided not to continue 

further (Bryman, 2012). Also, some respondents might not be feeling comfortable in 

answering certain questions, and the participants can avoid recording the response 

deliberately. In the current study, among the received responses, four questionnaires 

were returned completely blank, two respondents had ticked more than one box in the 

Likert scale on several questions, and two questionnaires were partially answered. Due 

to the problem in data entry by the respondents, these responses were removed from the 

study to rectify this problem (Mani et al., 2018). Therefore, 190 questionnaires were 

used.  

Detecting Outliers 

 Hair et al. (2010, p.64) define outliers as “observations with a unique combination of 

characteristics identifiable as distinctly different from the other observations”. An 

outlying can distort statistical analysis as it is problematic, outliers can occur due to an 

extraordinary event, or procedure error (such as an error in data entry), and 

extraordinary observation without explanation and observation is falling within the 

ordinary range but unique in their combination. The outliers can be detected with three 

methods; univariate, bivariate and multivariate (Hair et al., 2010; 2015). This study has 

used univariate and multivariate for identifying the outliers. The bivariate can be 

considered inappropriate for this study due to its requirement of a high number of 

graphs and two variables at a time (Hair et al., 2010).  
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The Mahalanobis D
2 

measure has been applied as a part of regression analysis by using 

SPSS in order to identify the multivariate outliers. The probability associated, equal to 

D
2
 or less than 0.01 indicates multivariate outliers (Hair et al., 2010). For this study, 

few cases were classified as multivariate outliers that are acceptable if the study sample 

contains a variety of company size (Tabachnick and Fidell, 2007; Hair et al., 2010). 

Like, researches of Ahmed et al. (2018); Littlewood et al. (2018); Gutierrez-Gutierrez 

et al. (2018), for this study, the outliers retained as they are not representative for the 

population (Hair et al., 2010). Furthermore, outliers retained as PLS-SEM is used as the 

main statistical technique, which is not sensitive to the normality of the data (Hair et al., 

2011). 

 

3.9 Development of the Questionnaire 

A survey questionnaire is considered as an effective and economical tool to gather the 

requisite data. In order to meet the aim and objectives of this study which was to 

examine the influencing factors including moral hazards, goal conflicts, information 

asymmetry, information sharing, trust, incentives and CSR practices, affecting 

employees’ organisational commitment for sustainability compliance in major UK food 

retailers, in particular Tesco and Sainsbury’s, a comprehensive questionnaire 

(quantitative research methodology) was used. The interviews were not conducted by 

purpose because all the questionnaire items were adopted from the previously validated 

research (please see Appendix ‘B’ for details). Moreover, during piloting, participants 

were encouraged to give suggestions/recommendations for improving the questionnaire 

which was in the form of verbal feedback; some valuable suggestions came from the 

participants, and they were considered accordingly. Hence, there was no further need 

for interviews. 

As the data was collected through survey questionnaires, a covering letter was attached 

with the questionnaires that explained the purpose of the research study and assured 

confidentiality of the data collected from the respondents. The respondents were 

informed that they can withdraw at any time; also contact details (email address and 

mobile number) that they can contact in case of any query or information about the 

questionnaire or the research, were provided to the participants, 
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The survey questionnaire comprised two sections. In the first section, the participants 

were asked for demographic information, such as age, gender, education, organisation, 

and years of employment. The question items were in the second section according to 

the constructs as mentioned earlier, and the participants were asked to tick responses of 

their choice. Further details of the survey questionnaire used for this study are further 

discussed in this section.  

According to Saunders et al. (2011) validity and reliability of the survey questionnaire 

depend upon the design of the questionnaire; therefore, the researcher has to focus on 

the research objectives in the questionnaire to accurately collect the required data. 

Although the response rate is lower in a survey questionnaire than other data collection 

methods, it is believed that some strategies can improve response rate such as good 

design, clear explanation of the questionnaire and pilot testing (Saunders et al., 2011).  

The researcher has developed the questionnaire with the considerations as mentioned 

above in order to enhance the response rate and also piloted the questionnaire. The 

questionnaire for the main data collection contains five pages as recommended by 

researchers such as Saunders et al. (2011) the length of the questionnaire should be four 

to eight pages. The constructs with aspects are provided in Appendix E. 

Furthermore, the questionnaire consists of nine parts. The first part MH contains 10 

questions. The second part GC has 11 questions. The third part IA consists of 12 

questions. The fourth part ISH contains 7 questions. The fifth part TR comprises of 8 

questions. The sixth part ‘Incentives’ consists of 10 questions. The seventh part CSR 

practices consist of 10 questions. The eighth part EOC includes 12 questions. The ninth 

part CESFS comprises of 20 questions. Complete details of each aspect of the 

constructs are provided in Chapter three.  

3.9.1 Questionnaire Design 

Design of the questionnaire is important for obtaining accurate data and a better 

response rate. Over the last few years, several rules and suggestions have been given by 

researchers for the design of the questionnaire. Bell and Bryman (2007) and Hair et al. 

(2015) suggest that the researcher take the research questions into account while 

designing the questionnaire; also the questionnaire has to be clear and includes what the 

researcher wants to know. Furthermore, they highlight some important guidelines for 

making a questionnaire more appropriate for the research: that the researcher should 
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avoid ambiguous terms in questions, long questions, avoid double meanings or general 

questions, and avoid asking two questions in one question.  

According to Dillman and Smyth (2007) and Hair et al. (2015) good presentation of the 

questionnaire is essential which will increase the response rate, i.e., the length of the 

questionnaire, the order of the questions with clear instructions and that it is easy to 

understand. The researcher highlighted some other important aspects of the 

questionnaire apart from the question design, such as professional covering letter, 

researcher’s contact information, information about anonymity and confidentiality to 

the respondents, and also the type of outgoing postage and return envelope.  

The questionnaire was designed and administered on the suggestion and 

recommendation of previous researchers. The cover letter was printed on the letterhead 

of the Business School, University of Bedfordshire, with a brief background of the 

study. This was followed by information about confidentiality and their voluntary 

participation, and the consent form was attached to the questionnaire; also the 

respondents were informed that they could withdraw at any time. Contact details of the 

researcher, i.e., email address and phone number, were provided to the participants, in 

case of any query, information about the questionnaire or the research.  

The questionnaire had five pages; a brief description of the research was on the first 

page followed by the research topic. The questionnaire contained 100 questions. The 

questionnaire started with a brief description of the study then requested the 

participant’s organisation and demographic information. The nine sections explored 

eight input factors (moral hazards, goal conflict, information asymmetry, information 

sharing, trust, incentives, CSR practices, and employees’ organisational commitment); 

consisting of 40 independent measurement variables (aspects of the constructs) and one 

output factor (compliance with sustainability and food safety strategy at middle 

management and operational levels); consisting of seven dependent variables (aspects 

of the construct). At the end of the questionnaire, some input space was provided to the 

respondents in case of any suggestions. 

3.9.2 Question Type and Design 

Usually, there are two types of questions in questionnaires, open and closed (Saunders 

et al., 2011). However, Collis and Hussey (2009; 2013) suggest closed questions for the 
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positivist approach. As closed questions help the participants to choose from the 

predetermined responses, therefore, the responses are easy to compare. Collis and 

Hussey (2009; 2013) explain further that it is easier and quicker to answer and to 

analyse due to the limited choice of potential answers. This study applied closed 

questions except for the last part at the end of the questionnaire which provided some 

space for the respondents to add any additional comments or suggestions.  

Positive along with negative statement questions were added in the questionnaire as 

previous researchers Collis and Hussey (2009; 2013) suggest positive statement 

questions along with a few negative or reverse questions make sure that the respondents 

read the questions carefully. Furthermore, they stress that the questionnaire design, 

presentation, and logic order enhance the response rate and avoid errors. According to 

Saunders et al. (2011), questions should be easy to read, understandable to the 

participants and be pleasant to the eye. Therefore, attention was given to the design and 

structure of the questionnaire, which also provided information about the research area 

and the aim of the research at the beginning of the questionnaire. 

Measures 

Question items were adopted from previous studies based on relevant literature and 

where appropriate. The researcher has adopted the items to this specific context by 

following the recommendations and suggestions emerging from the pilot study. The 

survey questionnaire containing 100 survey items represents nine constructs; each 

construct has between five and twenty items. Some items were dropped due to initial 

factor loading analysis and due to incomplete responses. High factor loadings and 

strong reliability measures were retained. A five-point Likert scale was used for all the 

measures.  

Reflective vs Formative Measurement Model 

Structural Equation Modeling (SEM) stated two different measurement models using 

multiple indicators of latent variables: the reflective measurement model and the 

formative measurement model. Any change of measures in the formative model is 

assumed as the cause of change in the underlying construct. In a formative model, the 

direction of causality flows from the indicators to the variables. “Adequacy of the 

measures in this model is not evaluated by internal consistency reliability” (Jarvis et al., 

2003, p:202). Also, removing a single indicator can be potentially quite serious for the 
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variable. As researchers believe that uniformity of all the indicators is required to form 

the construct, therefore removing a causal indicator may change the meaning of the 

variable by omitting a unique part of the variable (Jarvis et al., 2003; Coltman et al., 

2008; Finn and Wang, 2014). 

In contrast, the reflective measurement model is known as the most commonly used 

measurement model, where covariation between the measures is caused by itself and by 

the variation in the underlying latent variable (Finn and Wang, 2014; Jervis et al., 

2003). The direction of causality in the reflective measurement model is from the 

construct to the indicator; changes in the construct cause the changes in the indicators 

(Finn and Wang, 2014; Peterson et al., 2017). Furthermore, the indicators are 

influenced by the latent variables due to their inter-correlations. In this model, 

indicators of the latent variable should be internally consistent and anticipated as 

equally valid indicators of the underlying variable. The reliability estimates such as 

Cronbach’s alpha of the indicators will be lower in the case of fewer indicators included 

in the reflective model (Jervis et al., 2003). Also, the construct validity and meaning 

remain unchanged if one of the two equally reliable indicators is removed, as all the 

remaining aspect of the unidimensional construct are represented adequately (Bollen 

and Lennox, 1991; Jarvis et al., 2003; Coltman et al., 2008).  

The justification for Selection of the Measurement Model 

It is essential to give importance to the differences between reflective and formative 

measurement models and carefully evaluate the nature of the relationships between the 

measures and constructs (MacKenzie et al., 2011). The reflective measurement model 

has been applied to this research. Selection of the reflective measurement model for this 

research was based on a set of four decision rules presented by Jarvis et al. (2003) for 

determining whether a variable should be modelled as having reflective or formative 

indicators. These are (1) the direction of causality from construct to measure implied by 

the conceptual definition (2) interchangeability of the indicators/items (3) covariation 

among the indicators and (4) nomological net of the construct indicators. The decision 

rules are justified for this study as follows; 

The first, decision rule is considered by the direction of causality between the constructs 

and their indicators that influence employees’ organisational commitment that leads to 

sustainability compliance. It is more appropriate to understand sustainability 

compliance as a composite concept influenced by the constructs through indicators; 
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every indicator reflects different aspects of the constructs. The direction of the causality 

between each construct and measure identifies the reflective measures. By following the 

research objectives and research questions, this study aims to examine the relationship 

between the constructs and employees’ organisational commitment that leads to 

sustainability compliance. Further to verify this Jarvis et al. (2003) rule (a) the 

indicators used for this research study are manifestations for the constructs.  

The second decision rule, to justify the reflective measure for this study is (a) the 

interchangeability of the measures (b) indicators used for this study share a common 

theme for the construct (c) dropping an indicator does not change the conceptual 

domain of the variable. Illustrating this decision rule by using employees’ 

organisational commitment as an example, all the constructs MH, GC, IA, IS, TR and 

CSR practices impact on employees’ organisational commitment that leads to 

sustainability compliance. All the measures of the constructs share the same theme of 

sustainability compliance. Also dropping of the measures due to lower loading has not 

jeopardised the essence of the concept.  

The third decision rule suggests that the measures covary with one another for the 

reflective model. In this research model, the indicators focusing on the same theme such 

as hygiene food handling data are more expected to covary than having different 

themes. The final decision suggested that reflective measures have the same antecedents 

and consequences as the measures are manifestations of the constructs; measures used 

in this study exhibit construct, for example, the aspect of job satisfaction of MH exhibit 

employees’ organisational commitment that leads to compliance. Therefore, reflective 

measures are used for this research study by following the above considerations.  

Based on the suggestions of the previous researchers, for this study higher-order is not 

considered. Such as Sarstedt et al. (2016, p.4000) “despite the clear conceptual 

differences, deciding whether to specify measurement models reflective or formative is 

not clear-cut in practice, as constructs do not inherently follow a reflective or formative 

measurement logic (e.g., Baxter, 2009)”. Rather, the researcher has the flexibility to 

conceptualize a measurement model based on the construct definition the researcher 

specifies. Also, Wang (2015, p.93) suggests “the choice of a model preferred against 

another should be made only with regard to specific research question especially 

because different models may be equivalent in terms of fittings”.  
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Questionnaire Validity and Reliability 

Checking reliability and validity of the instrument is essential before starting the study 

as the quality of results depends upon the quality of the data collection instrument. The 

instrument can be improved by applying validity and reliability checks. Bryman (2012) 

explains further that validity and reliability seem to be synonyms but perform in two 

different ways in the process of evaluating the model. Validity is about the accuracy of 

the measurement model, while reliability addresses its consistency, getting the same 

results with the same measuring instrument from the same respondents in similar 

circumstances. Usually, reliability does not depend on validity whereas a valid measure 

is considered reliable (Gill and Johnson, 2010).  

According to Bryman (2012), reliability is about the consistency of a measure of a 

concept. Reliability is measured by three key factors: stability, internal reliability, and 

inter-observer consistency.  

Stability ensures the measure is constant. This is essential as the researcher has to be 

sure that the measures give the same results from the sample of respondents if it is 

administered more than once within the same group.  

Ensuring internal reliability is another key factor in reliability. Internal reliability is to 

confirm that all the measuring indicators are related to each other and measuring the 

same factor at a time; it can be tested by finding the correlation between different 

indicators (Blumberg et al., 2008; Punch, 2013). 

Inter-observer consistency is about examining the phenomenon or fact experienced by 

two or more observers. This facilitates ensuring the consistency of application of the 

measurement.  

3.10 Construction of the Questionnaire 

According to Sekaran (2000) and Hair et al. (2015) the questionnaire is a well-

structured and efficient method for data collection. Cooper and Schindler (2003), Collis 

and Hussey (2013) suggest that the questionnaire should be developed for obtaining 

precise and comprehensive information about the research problem. Hence, a 

questionnaire is developed, for this quantitative research study, please see Appendix A.  

The key words for the items to be investigated are mentioned before the question items 

of the constructs, such as 'hygiene food handling, Employees Environmental Concern, 
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Workload Pressure, job satisfaction, and Work Environment'. Each construct is defined 

by its aspects in detail. The number of items under each aspect of the construct was 

adopted from the previous research (theoretical reasoning for each aspect of the 

construct with references is provided in Appendix B).  

 All items were measured on a five-point Likert scale with 1 = strongly disagree to 5= 

strongly agree. 

3.10.1 Moral hazards (MH) 

The construct of Moral Hazards includes five aspects from prior relevant research, 

namely, hygiene food handling, employees’ environmental concern, workload pressure, 

job satisfaction, and work environment. The adopted question items were validated, and 

the wording of the items was slightly tailored in order to serve the purpose of this study. 

The question items for each aspect of moral hazards are described as follows. 

Hygiene Food Handling  

MH1. In my organisation, food processing equipment and work area are cleaned before 

the food preparation.  

MH2. In my organisation, food processing equipment and work area are cleaned after 

the food preparation. 

Employees Environmental Concern 

MH3. At the workplace, I contribute to the environment by not wasting water. 

MH4. At my workplace, I contribute to the environment by following the recycling 

policy of my organisation. 

Workload Pressure 

MH5. My workload does not interfere with my ability to follow safe food handling 

practices at my workplace. 

MH6. I always have enough time to follow safe food handling procedures, even during 

rush hours. 

Job Satisfaction  

MH7. My current job fulfils the expectations I had before I started it. 

MH8. I think there are many other jobs which are more interesting than mine. 
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Work Environment  

MH9. Usually, I have enough time for my work tasks. 

MH10. My work requires remembering a lot of things. 

3.10.2 Goal Conflicts (GC) 

The construct of Goal Conflicts included five aspects, namely, employee support for the 

organisation’s environmental commitment, intent to follow food safety practices, 

support to organisational goal, reluctance to change, and work schedule. The items 

adopted from the previous literature are described below. 

Employees’ Support for Organisational Commitment 

GC1. I actively participate in environmental events organized in and or by my 

organisation. 

GC2. I undertake environmental actions that contribute positively to the image of my 

organisation. 

GC3. I take part in the projects, endeavours or events that address environmental issues 

in my organisation. 

Intent to Follow Food Safety Practices 

GC4. I encourage others to follow food safety practices in the workplace. 

GC5. At the workplace, I try to set a good example of food safety practices for others to 

follow. 

Support to Organisational Goals 

GC6. Achieving my organisational goal is as important as it is to the organisation. 

GC7. I feel a sense of obligation to try to meet my organisational goal. 

Reluctance to Change 

GC8. I have no choice but to go along with organisational environmental strategy. 

GC9. I think things would be better without an organisational environmental strategy. 

Work Schedule 

GC10. At my workplace, a proper work schedule would encourage me to do my best. 
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GC11. I am dissatisfied with my current work schedule. 

3.10.3 Information Asymmetry (IA) 

The theoretical construct Information Asymmetry included five aspects using validated 

items from previous relevant research. The construct included employees’ pro-

environmental behaviour, food safety, and temperature management for food quality, 

employee turnover, and environmental orientation. Question items for each aspect of 

the construct are described below: 

Employees Pro-Environmental Behaviour  

IA1. At my workplace, I take an initiative to act in environment-friendly ways. 

IA2. At my workplace, I perform tasks that are expected of me in environmental-

friendly ways. 

Food Safety 

IA3. At my workplace, food safety is a high priority for me. 

IA4. At my workplace, I follow food safety rules because it is my responsibility to do 

so. 

IA5. At my workplace, I am committed to following food safety. 

IA6. At my workplace, I clean my work area before and after food preparation.  

Temperature Management for Food Quality  

IA7. At a workplace, I try to maintain food temperature for maintaining the quality of 

the food. 

IA8. I know the improper storage of foods may be hazardous to health. 

Employee Turnover 

IA9. I often think of leaving the organisation. 

IA10. It is possible that I will look for a new job in the next six months 

Environmental Orientation 

IA11. Financial wellbeing of our organisation does not depend on the state of the 

natural environment. 

IA12. Our organisation strives for an image of environmental responsibility. 
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3.10.4 Information Sharing (ISH) 

For this study, the construct of Information Sharing included five aspects. The aspects 

were: support to colleagues on environmental issues at work, the organisation’s food 

safety information sharing, incentives information, transparent information, and quality 

and speed of information. The validated items were adopted from previous research; 

details of each aspect of the construct are stated below. 

Support to Colleagues on Environmental Issues at Work 

ISH1. At my workplace, I encourage my colleagues to have an environment friendly 

work approach. 

ISH2. At my workplace, I help my colleagues to adopt an environment-friendly 

approach in their day-to-day business. 

Organisations’ Food Safety Information Sharing 

ISH3. In my organisation managers provide consistent information about food safety to 

the employees. 

ISH4. In my organisation goals and objectives are clearly communicated to employees. 

Incentives Information Sharing 

ISH5. At my workplace, I receive incentive information frequently. 

Transparent Information 

ISH6. In my organisation, employees receive transparent information from the 

managers. 

Quality and Speed of Information 

Quality and speed of information were adopted from Demeter et al. (2007), which is as 

follows:  

ISH7. In my organisation, I like the speed of communicating policies to the employees. 

3.10.5 Trust (TR) 

The construct of Trust consists of six aspects, namely, food handling, trust in the top 

management, commitment to safe food handling, trust in line managers, trust in 

colleagues, and food service employees’ knowledge and behaviour. The validated 

question items were adopted from the prior research; detailed below: 
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Food Handling 

TR1. At my workplace, I take food temperatures appropriately because I have pride in 

my work.  

Trust on top Management  

TR2. I trust the top management.  

Commitment to Safe Food Handling 

TR3. At my workplace, I follow safe food handling practices because it makes me feel 

good inside. 

TR4. At my workplace, I follow safe food handling practices because it is included in 

my job responsibilities.  

Trust on Line Managers 

TR5. I trust my line managers 

Trust on Colleagues 

TR6. I trust my colleagues.  

Food Service Employees’ Knowledge and Behaviour 

TR7. Our organisation emphasises the environmental aspects of our products and 

services.  

TR8. At my workplace, I keep raw food separate from ready to eat food.  

3.10.6 Incentives (IN) 

The construct of Incentives consists of five aspects, namely, pay, incentives, employee 

well-being, food safety training and the organisation’s environmental ambition. The 

question items were adopted from previous research, as follows: 

Pay  

IN1. I am paid fairly for the work I do. 

IN2. My pay is better than similar jobs in other organisations. 

Incentives 

IN3. I am satisfied with my fringe benefit packages/ staff discount card. 
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Employee Well-being  

IN4. My organisation is concerned about my well-being.  

Food Safety Training  

IN5. At my workplace, food safety training is considered essential. 

IN6. My organisation provides food safety training for employees who work in the food 

section. 

IN7. I need food safety training. Organisations’ Environmental Ambitions  

IN8. My organisation is working with other stakeholders and suppliers for the 

improvement of green products. 

IN9. Our organisation emphasises the environmental aspects of our products and 

services in our ads.  

IN10. In our organisation’s marketing strategies for our products and services have 

been considerably influenced by environmental concerns.  

3.10.7 CSR Practices (CSR) 

The construct of CSR practices was adopted along with its definition from the literature 

and previous research. However, the focus of the construct in the context of the main 

component of this study was on the environment. The construct of CSR Practices 

consists here of five aspects, namely, environmental, top management environmental 

commitment, employees recycling knowledge and behaviour, employees intention to 

follow recycling policy, and energy consumption behaviour. The details are provided 

below about the validated items adopted from the prior research. 

Environment 

CSR1. My organisation takes great care that our work does not hurt the environment. 

CSR2. Addressing environmental issues is integral to the daily operations of my 

organisation. 

Top Management Environmental Commitment  

CSR3. In my organisation, management team is committed to environmental 

preservation. 
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Employees’ Recycling Knowledge and Behaviour  

CSR4. I am familiar with the materials accepted for recycling in recycling facilities of 

my organisation. 

CSR5. I believe that my recycling activities will help to conserve natural resources. 

CSR6. I believe that my recycling activities will help to improve environmental quality. 

Employee’s Intention to Follow Recycling Policy 

CSR7. At my workplace, I do not have enough time to sort the materials for recycling. 

CSR8. At my workplace, I am familiar with the space provided for recyclable materials. 

CSR9. I feel good about myself when I recycle. 

Energy Consumption Behaviour  

CSR10. I believe electric conservation preserves the natural environment. 

3.10.8 Employees’ Organisational Commitment (EOC) 

The construct of employees’ organisational commitment included six aspects with the 

help of previous literature. The validated items from prior research were used for the 

construct; details of the items of each aspect of the construct are as follows: 

Employees Environmental Understanding 

EOC1. The environmental preserve is a high priority activity in our organisation. 

EOC2. Environmental issues are not very relevant to the major function of our 

organisation. 

EOC3. At my workplace, we take environmental preservation as a major goal in our 

day-to-day operational activities. 

EMP Advantages to Operations 

EOC4. I believe environmental management helps our firm to predict future 

investments better. 

Employees Intentions to Follow Food Waste Management 

EOC5. I would like to have more information about how I could further contribute to 

managing food waste. 
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EOC6. At my workplace, we believe food waste management is important. 

EOC7. I believe food waste management operates well in our organisation. 

Employees Environmental Initiatives at Workplace 

EOC8. In my workplace, I carry out environmental actions and initiatives in my day-to-

day work activities. 

Operational Performance 

EOC9. I believe, environmental management helps our organisation extend the 

operational life of our products. 

Employees’ Organisational Commitment 

EOC10. I feel like ‘part of the family’ at my organisation. 

EOC11. I feel emotionally attached’ to this organisation. 

EOC12. I feel a strong sense of belongings to my organisation.  

3.10.9 Compliance of Environmental Sustainability and Food Safety Strategy at 

Middle Management and Operational Level (CESFS) 

The theoretical construct of compliance of sustainability and food strategy at middle 

management and operational level (CESFS) included seven aspects, namely, 

organisations’ environmental commitment, competitive advantage, organisational 

benefits, organisations’ environmental strategies and performance, economic 

performance, food safety compliance at middle managers level and food safety 

compliance at operational level. 

The validated items were adopted from previous research; details of each aspect of the 

construct are provided below. 

Organisation’s Environmental Strategy 

CESFS1. Our organisation’s emphasis is on maintaining environment-friendly 

operations.  

CESFS2. Our organisation’s emphasis is on reducing the impact of food products and 

processes on the environment.  
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Competitive Advantage  

CESFS3. I believe our organisation can enter lucrative new markets by adopting 

environmental strategies 

CESFS4. I believe reducing the environmental impact on our operational process will 

lead to quality improvement in our products. 

Organisational Benefits 

CESFS5. I believe my organisation has reduced material and packaging costs by 

adopting environmental management practices. 

CESFS6. I believe my organisation has improved goodwill and reputation by adopting 

environmental management practices. 

Environmental Strategy and Performance 

CESFS7. I keep water taps always perfectly closed when they are not in use. 

CESFS8. At my workplace, we separate all the recyclable materials. 

Economic Performance 

CESFS9. I believe, in my organisation, the cost of waste management decreased due to 

compliance with environmental strategy. 

CESFS10. I believe, the cost for energy decreased due to compliance with 

environmental strategy. 

Food Safety Strategy Compliance at Middle Managers Level 

CESFS11. At my workplace, managers make sure all the employees follow food safety 

rules. 

CESFS12. At my workplace, managers stress food safety even when the store is busy. 

CESFS13. At my workplace, managers monitor employees, so they follow food safety. 

CESFS14. At my workplace, managers emphasise effective food waste management. 

CESFS15. At my workplace, manager emphasis on recycling 

Food Safety Strategy Compliance at Operational Level 

CESFS16. At my workplace, I follow food safety practices throughout my shift. 
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CESFS17. At my workplace, I clean and sanitise my work area properly because it is 

my responsibility to do this. 

CESFS18. At my workplace, I fulfil responsibilities specified in my job description in 

environment-friendly ways. 

CESFS19. At my workplace, I wash my hands before and after food preparation even 

when the store is busy. 

CESFS20. At my workplace, employees encourage each other to follow food safety 

rules. 

3.11 Pilot study 

Although the question items were adopted, it is essential to test the validity and 

reliability of the questions in a new context (Blumberg et al., 2008; Cohen et al., 2013). 

De Vaus (2002) and Bell et al. (2018) suggest that before the data collection it is 

important to test the questionnaire in order to get feedback on the questionnaire. 

Furthermore, a pilot study highlights deficiencies and provides an opportunity for 

improvement in the main study (Cohen et al., 2013). It can help to detect unclear 

statements and typing mistakes. Also, a pre-test of the questionnaire helps to assess the 

validity of the questions and reliability of the data (Blumberg et al., 2008; Bell et al., 

2018). Therefore, a pre-test of the questionnaire for this study was performed. In the 

first stage, the first draft of the questionnaire was sent to the supervisory team, three 

senior academic staff members and two PhD researchers (3
rd

 year) of the Business 

School, University of Bedfordshire. In the second stage, employees of Tesco and 

Sainsbury’s were approached. All the feedback received in the pre-test was very helpful 

to improve the questionnaire; such as having more options of roles in the organisation 

in the demographic information and question number 45 line manager was added. Thus, 

the pilot study helped in measuring the reliability of the survey questionnaire.  

For data collection, snowball sampling was carried out among the Tesco and 

Sainsbury’s’ employees at the middle manager and operational levels. The pilot study 

questionnaire contained a copy of the survey questionnaire, a brief introduction to the 

research, demographic information and a consent form. Twenty-eight survey 

questionnaires were given to the participants, of which twenty-four questionnaires were 

returned. However, one questionnaire was deleted due to missing responses. In this 
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study, SPSS version 22 for Windows was applied to analyse the data for a number of 

statistical tests including descriptive statistics and correlation tests. For all the variables 

descriptive statistics such as frequencies, means, and standard deviations were 

calculated. 

As mentioned above, the data was collected from the employees of Tesco and 

Sainsbury’s; therefore, the demographic details are presented in Table 3.3 separately 

according to the organisation and as overall as well. The overall data shows that 60.86% 

(n=23) participants were male while 39.13% were female. 

Demographics  Tesco  

n= 13 

% Sainsbury’s  

n= 10 

% Total % 

n=23  

Years  1 5 38.46 3 30 34.78 

 2 4 30.76 4 40 34.78 

 3 2 15.38 1 10 13.04 

 4 2 15.38 2 20 17.39 

Role Middle 

management 

2 15.38 2 20 17.39 

Operational 11 84.61 8 80 82.60 

Age Under 30 4 30.76 5 50 39.13 

30-39 7 53.84 4 20 47.82 

40-49 2 15.38 2 20 17.39 

50 and over - - - - - 

Gender Male  8 61.53 6 60 60.86 

Female 5 38.46 4 40 39.13 

Education Secondary 2 15.38 2 20 17.39 

Post-secondary 4 30.76 4 40 34.78 

University  7 53.84 4 40 47.82 

Employment Permanent F/T 6 46.15 6 60 52.17 

Permanent P/T 7 53.84 4 40 47.82 

Casual/ Temp. - - - - - 

Table 3.3: Demographics Detail (Pilot Study) 

A pilot study was conducted from 10
th

 January 2014 to 23 June 2014: After the pilot 

was conducted, a few suggestions were received from the participants to make the 

survey questionnaire further clearer. The questionnaire for the main study was altered 

on the basis of the suggestions emerged in the pilot study. The participants, while 

attempting the survey questionnaire, suggested that the questionnaire should have more 

options explaining the roles in the organisation in the demographic information instead 

of middle management and operational levels to add more options such as store 

manager, deputy manager, shift manager, customer assistant, and others. Finally, in 
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question 45 ‘line manager’ was added instead of the manager on the recommendation of 

a senior faculty member.  

In this pilot study, the internal consistency test, Cronbach’s alpha, was used to assess 

the reliability of the question items. Nunally and Bernstein (1978), Bell et al. (2018) 

suggest that an estimated value of Cronbach’s alpha above 0.7 is acceptable. While 

Sekaran (2000) explains further that a value less than 0.6 is considered as poor and 

more than 0.8 is taken as good for reliability. Cronbach’s alpha coefficients for all 

variables obtained in the pilot study are presented in Table 3.4. 

Construct 

 

Cronbach’s Alpha 

Moral hazards 

 

.84 

Goal conflicts (GC) 

 

.76 

Information asymmetry (IA) 

 

.75 

Information sharing (ISH ) 

 

.77 

Trust (TR) 

 

.97 

Incentives (IN) 

 

.83 

CSR practices (CSR) 

 

.78 

Commitment (EOC) 

 

.81 

Compliance (CESFS) .91 

Table 3.4: Reliability Check (Pilot Study) 

This pilot study proved the consistency of all the scales/ constructs and found a 

significant positive correlation between the scale constructs of the questionnaire. Thus 

the questionnaire can be applied to examine sustainability compliance. However, there 

is a need to use this survey instrument on a full-scale study in order to confirm the 

findings. 

3.12 Main Study 

The questionnaire used in the pilot with the amendment (see section 4.10 for detail) was 

ready to be used in the main study. For this purpose, the questionnaire was delivered to 

the participants in person as well as sent by email. For the main study data collection, 
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the process started from 30 July 2014 and the follow up of the respondents and 

resending the questionnaire was continued simultaneously until 21
st
 January 2015. At 

the first stage, 377 questionnaires were sent by email and delivered in person between 

the 30 July and 5
th

 December 2014. At the second stage, the first follow up was carried 

out after around two weeks (from the end of stage two) to non-respondents. 

Consequently, in the following three weeks, 30 valid responses were received. In the 

next stage, 28 copies of the questionnaires were delivered to the respondents’ 

between10
th

 Dec 2014 to 8
th

 January 2015. After reminders and personal visits, 113 

questionnaires were received back between 20
th 

October and 30
th

 November 2014. In 

the last stage, the final follow up was carried over between 17 December 2014 and 15 

January 2015 in which some of the respondents excused themselves from participating 

due to their busy work environment or lack of time. However, after personal visits and 

reminders, 55 more valid responses were received. The whole process of questionnaire 

data collection was completed on 21
st
 January 2015. Overall, the main study data 

collection was completed in approximately six months. Further detail of the response 

rate is provided in section 4.8.2. The demographic characteristics of the main study 

respondents are as follows: 

3.12.1 Organisation 

Ninety-one 91 (47.9%) responses were received from Tesco employees, and 99 (52.1%) 

responses were received from Sainsbury’s. 

3.12.2 Years of Employment 

Results reveal (graph 5.1) that 35.8% (68) respondents were working for the last year in 

the organisations, 34.7% (66) respondents, for the last 2 years, 13.7% (26) respondents 

for the last 3 years, 12.1% (23) respondents were working for the last 4 years, 1.6% (3) 

respondents for the last 5 years and 2.1% (4) respondents for the last 6 years. 

3.12.3 Role in the Organisation 

Three layers of management – strategic, middle management and operational levels – 

depict how strategic decisions trickle down through middle management to the 

operational level (Schmidt and Wilhelm, 2000; Estempe et al.,2013). Within the 

environment of the retail industry work role, activities are interdependent with others, 

for instance, helping a fellow team member might affect an employee’s effectiveness or 

performance outcome. However, it may have a significant impact on the outcomes of 
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the team in order to meet organisational goals (Griffin et al., 2007). Hence, individuals 

at middle management and operational levels are indispensable for achieving the goals 

set by the strategic level. Therefore, it is essential to know about the role of the 

respondents. The majority of the respondents 73.2% (139) were customer assistants, 

while 22.1% (42) were shift managers, deputy managers 3.2% (6) and 1.6% (3) store 

managers.  

3.12.4 Age 

Previous research suggests that younger employees have less positive attitudes towards 

their job than older employees (Oleckno and Blacconiere, 1993). Caldwell (1981) 

mentioned the rationale for this pattern of relationship. That is, as younger employees 

may have more alternative options, they may have a less positive attitude towards their 

job performance. Thus, age is an important aspect of an employee’s job outcome.  

Figure 3.3 shows that the majority 53.7% (102) of the respondents were at the age of 30 

and 39 years, and second highest respondents 41.6% (79) were under 30 years. 

 

 

Figure 3.3: Age 

3.12.5 Gender 

A significant amount of the literature discusses gender differences in employee attitude 

and performance outcome (Sousa Poza and Sousa Poza, 2000). For Karatepe et al. 



 

91 

 

(2006) gender difference remains a likely important antecedent of the employee’s 

strength in the relationship with the organisation. 

Results of the responses show that 139 (73%) respondents were male and 51 (27%) 

participants were female.  

3.12.6 Education 

According to Ng and Feldman (2010), education is correlated to employees’ outcomes; 

highly educated employees expect more from their career. Green and Zhu (2010) state 

that more educated employees are less satisfied with their job. Highly educated 

employees may have a less positive attitude to their job performance; therefore, 

education has a great influence on job performance. 

The survey results show the education level of the respondents; the highest number of 

respondents were university qualified (155 persons which constitute 81.6%), followed 

by 14.2% (27 persons) respondents in the post-secondary level of education. See figure 

3.4. 

 
Figure 3.4: Education 

3.12.7 Employment 

A significant amount of the literature discusses job performance, outcomes and 

organisational commitment of full-time and part-time employees and casual employees 

with different research results and opinions. Beard and Edwards (1995) argue that part-

time employees are more inclined towards lack of organisational commitment due to 

job insecurity and lack of that will lead to lower performance outcomes. Van Dyne and 
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Ang (1998) found lower organisational commitment in part-time employees than full-

time employees, whereas some other studies such: as McDonald and Makin (2000) 

suggest the opposite. However, Pearce and Atkinson (1993), Krausz et al. (2000) and 

Kim et al. (2011) state an equal level of organisational commitment among part-time 

and full-time employees and equal performance outcomes as well. Of the respondents, 

34.2% (65) respondents were permanent full-time, 65.8% (125) were permanent part-

time employees, and none were casual employees. In Table 3.5 the store manager, 

deputy manager, and shift manager are middle management, while customer service 

assistants are represented as operational level employees. The only purpose of 

presenting demographic information was to offer a comprehensive and detailed 

overview of the participants for the readers. However, this was not focused on or taken 

forward to conduct in-depth research due to the limited time and different scope of the 

study. 

  

Variable Category Frequency % 

Organisation Tesco 91 47.9 

Sainsbury’s 99 52.1 

Years of employment 1 year 68 35.8 

2 years 66 34.7 

3 years 26 13.7 

4 years 23 12.1 

5 years 3 1.6 

6 years 4 2.1 

Role Store manager (Middle 

Management) 

3 1.6 

Deputy manager (Middle 

Management) 

6 3.2 

Shift Manager (Middle 

Management) 

42 22.1 

Customer Service assistant 

(Operational Level 

Management) 

139 73.2 

Age < 30 79 41.6 

30-39 102 52.7 

40-49 8 4.2 

> 50  1 0.5 

Gender  Male 139 73.2 

Female 51 26.8 

Education Secondary 8 4.2 

Post-secondary 27 14.2 

University 155 81.6 

Employment Permanent full-time  65 34.2 

Permanent part-time 125 65.8 

Casual 0 0 

Table 3.5: Summary of the Demographics 
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3.12.8 Non-Response Bias 

During the data collection procedure, one of the important aspects was that the sample 

collected represents the whole population. For the researcher, obtaining the 

demographic information of all the non-respondents in order to compare with the 

respondents for the direct bias test is not possible. However, it is suggested to check any 

non-response bias that people who were not included in the sample and did not fill in 

the questionnaire were more likely to respond like those (sample) that were included in 

the sample and answered/responded to the questionnaire. Thus, during the data 

collection, the questionnaires were received back at different points of time, the early 

respondents and the late respondents were used in an analysis of the non-response bias. 

Five question items, which were randomly picked, included ISH1, ISH2, CSR3, EOC1, 

and EOC2 and were compared between the first (early) 30 respondents and the last 

(late) 30 respondents. The significant separation among the early respondents and the 

late respondents was ensured by deleting the responses between the two subgroups, 

SPSS was used to estimate the response bias. The results presented in Table 3.6 reveal 

that there was no statistical difference between the early and the late respondents.  

Items Group N Mean Std. Deviation Sig. 

ISH1 Early respondents 

Late respondents 

30 

30 

3.67 

3.77 

.959 

.898 

.269 

ISH2 Early respondents 

Late respondents 

30 

30 

3.77 

3.87 

.858 

.730 

.312 

CSR3 Early respondents 

Late respondents 

30 

30 

3.57 

3.70 

.774 

.651 

.231 

EOC1 Early respondents 

Late respondents 

30 

30 

3.73 

3.77 

.828 

.679 

.261 

EOC2 Early respondents 

Late respondents 

30 

30 

3.50 

3.60 

.974 

.894 

.263 

Table 3.6: Non-Response Bias Test 
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Therefore, looking at the values in Table 3.6, it is believed that there was no difference 

between respondents and non-respondents. Hence, for this study non-response bias was 

not considered as a serious limitation. Additionally, a non-bias test has served the 

purpose of the survey by achieving a satisfactory an unbiased sample of the population.  
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3.13 Timeframe for the Data Collection 

Table 3.7 presents timeframe for data collection for the pilot study and main study. 

 

 Year 2013 

 

2014 

 

2015 

 

2016 

 Months 
4 6 8 10 12 2 4 6 8 10 12 2 4 6 8 10 12 2 4 6 

 Questionnaire 

delivered  

                    

Follow up the 

respondents 

                    

Questionnaire 

received 

                    

 Questionnaire 

delivered 

                    

Follow up the 

respondents 

                    

Questionnaire 

delivered 

                    

Questionnaire 

received 

                    

Table 3.7: Data Collection Timeframe 

 

In the field of operations management, a wide range of research topics have benefitted 

from developments and using different methods and techniques to examine research 

data. These developments require better model specification that evidently examines the 

relationships derived from the theory and methodology being used in instrument 

validation and model testing. The thorough study revealed that researchers use one of 

the advanced statistical techniques, i.e., Structural Equation Modelling (SEM) to 

enhance theory development and model testing (Hair et al., 2011) which seemed useful 

in the current study. Thus, as the next step in the analysis, PLS-SEM was used to 

elaborate the data further. The following sections discuss the SEM and Partial Least 

Square (PLS). 
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3.14 Structural Equation Modelling 

Collection of statistical models within Structural Equation Modelling (SEM) helps to 

explain and clarify relationships between constructs. Simultaneously researchers can 

observe relations between dependent and independent variables by using SEM (Hair et 

al., 2006). According to Gefen et al. (2000); Tabachnick and Fidell (2001) and Hair et 

al. (2017) SEM, due to its multivariate approach, can be used to examine measurement 

and the structural elements of a model through testing the relationship between the 

constructs. Consequently, in many disciplines, SEM has a significant role in the 

analysis in academic research. This study has applied the SEM technique to analyse the 

relationships between dependent and independent variables discussed in Chapter three.  

SEM is a statistical technique that allows for the simultaneous estimation of multiple 

and interrelated dependence relationships and can represent unobservable concepts and 

accounts for the measurement error in the estimation process. Measurement and 

structural models are both a part of SEM. Confirmatory factor analysis is used through 

the measurement model to look at the reliability of the measurements and the weighting 

of observed variables on latent variables. Secondly, the structural model analyses the 

relationship that lies between latent variables and uses regression analysis to recognise 

measurement error variances (Hair et al. 2010). 

There are two main approaches to SEM for estimating the study relationships: Partial 

Least Squares SEM (PLS-SEM) and Covariant-Based SEM (CB-SEM) (Hair et al., 

2013). PLS-SEM or CB-SEM is chosen dependent upon the research context. The 

differences are discussed in the following subsection, as well as the main reasons for 

choosing PLS- SEM for this study. 

3.14.1 Practical Consideration for SEM 

As recommended by the previous research and literature, it is important to consider 

some practical issues into consideration before adopting the SEM technique, such as the 

following: 

Sample size: Tabachnick and Fidell (2007) state that estimations from a small sample 

size are less stable in SEM due to its covariance based approach. This indicates that the 

sample size is the main issue in SEM that determines that the collected sample size is 

adequate to measure the model (Baumgartner and Homburg, 1996; Hair et al., 2017). 

The larger sample size is required for SEM, based on measurement item numbers (Hair 
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et al., 2006; Tabachnick and Fidell, 2007). Although there is no absolute sample size or 

exact size of the sample established in the literature, researchers suggest some 

guidelines: Hair et al. (2006, p.742) suggest “a small sample size can estimate if 

communality is higher than 0.6 and three items for each construct is favourable for a 

model having five or fewer constructs. A sample size of around 200 or more is required 

for a model with modest communality 0.45-0.55, while 500 or more is considered as 

appropriate for low communality (<0.45) or a complex model with six or more 

constructs”.  

Multivariate Normality 

Data closer to the multivariate assumption is required for most of the techniques used in 

SEM (Tabachnick and Fidell, 2007). Hair et al. (2006) believe that any violation of the 

normality assumption can distort the results that may cause outcome bias. Based on 

Maridia’s coefficient, an acceptable level of assumption of normality is p<0.005 

(Arbuckle, 2006). 

3.14.2 Rationale for Consideration of SEM 

SEM has the ability to assess the measurement of variables and testing relationships 

among the variable (F. Hair Jr et al., 2014). SEM was considered as appropriate for this 

study because this study is to examine the relationship between the principal and the 

agent. A brief discussion on SEM is as follows: 

According to Cadez and Guilding (2008, p.849) “SEM is a statistical technique that 

allows the simultaneous estimation of multiple and interrelated dependence 

relationships can represent unobservable concepts and accounts for the measurement 

error in the estimation process”. SEM consists of a two parts measurement and 

structural model. The measurement model examines the reliability of the measures and 

weighting of observed variables on the latent variables by using confirmatory factor 

analysis. While, the structural model uses regression analysis to recognise measurement 

error variances to analyse the relationship between the variables (Hair, 2010). 

SEM has strengths and advantages over other analysis techniques such as factor 

analysis and multiple-regression that encouraged the researcher to use it for this study. 

SEM is highly appropriate for research where a hypothesised dependent variable 

becomes an independent variable in the following dependence relationship (Hair, 2010; 
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Hair et al., 2017). In this study, employees’ organisational commitment plays a 

dependent variable in the first then an independent variable in the second relationship. 

Furthermore, SEM allows the researcher to estimate the measurement error for the 

latent variable relationships and to estimate together interrelated and multiple dependent 

relationships between variables. Therefore, the SEM technique has been applied to this 

study to analyse the relationship between dependent and independent variables 

discussed in Chapter three. Further discussion on SEM is provided in Chapter five.  

3.14.3 PLS-SEM and CB-SEM  

There are differences between CB-SEM and PLS-SEM, although both techniques share 

the same root. PLS is usually used in the development of theory in exploratory research, 

through the explanation of the variance of the dependent variable, when the model is 

examined (Hair et al., 2013). CB-SEM is used to accept or discard a theory by looking 

at the accuracy of a theoretical model in estimating the covariance matrix for specific 

data. 

The primary goal of using PLS in research is to foretell and explain the target construct, 

whereby the goal of applying CB-SEM is to explain the covariance matrix of the 

indicators within the research. PLS-SEM “estimates partial model relationships in an 

iterative sequence of ordinary least squares (OLS) regressions” (Hair et al., 2012, 

p.415) Therefore the variance of the latent dependent variables is maximised. In CB-

SEM the discrepancy between the data sample and the covariance matrix is minimised 

(Hair et al., 2012). 

PLS-SEM has lesser requirements for measurement scales, sample size, and residual 

distributions and is concerned with research that has the aim of prediction (Chin, 2010; 

Lee et al., 2011). CB-SEM focuses on confirmation of endogenous constructs and 

requires a set of assumptions to be fulfilled such as a large sample size and multivariate 

normality (Hair et al., 2011). Small sample sizes within CB-SEM can deliver biased 

results. Table 3.8 developed by Hair et al. (2011) gives direction for choosing PLS-

SEM or CB-SEM.  

Following the direction of Hair et al. (2011) about the sample size which is under 200 

and the complexity of the theoretical model, this study uses PLS-SEM. Also, one of the 

objectives of this study is to predict and explain the relationship between the constructs. 

The next section will provide further justification for selecting PLS-SEM. 
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Table 3.8: Rules of Thumb for Selecting PLS-SEM or CB-SEM 

Source: Hair et al. (2011) 

 

Criterion The rules of thumb 

Research Goals  · If the goal is predicting key target constructs or identifying key “driver” 

constructs- select PLS-SEM.  

· If the goal is theory testing, theory confirmation, or comparison of 

alternative theories, select CB-SEM.  

· If the research is exploratory or an extension of an existing structural theory, 

select PLS-SEM. 

Measurement 

Model 

Specification  

· If formative constructs are part of the structural model, select PLS-SEM.  

(Note that formative measures can also be used with CB-SEM but to do so 

require accounting for relatively complex and limiting specification rules). 

· If error terms require additional specification, such as co-variation, select 

CB-SEM 

Structural Model · If the structural model is complex (many constructs and many indicators), 

select PLS-SEM.  

· If the model is non-recursive, select CB-SEM 

Data 

Characteristics 

and Algorithm  

· If your data meet the CB-SEM assumptions exactly, for example, for the 

minimum sample size and the distributional assumptions, select CB-SEM; 

otherwise, PLS-SEM is a good approximation of CB-SEM results.  

· If the data are to some extent non-normal, use PLS-SEM; otherwise, under 

normal data conditions, CB-SEM and PLS-SEM results are highly similar, 

with CB-SEM providing slightly more precise model estimates.  

· If CB-SEM requirements cannot be met (e.g., model specification, 

identification, non-convergence, distributional data assumptions), use PLS-

SEM as a good approximation of CB-SEM results  

· CB-SEM and PLS-SEM results should be similar. If not, check the model 

specification to ensure that CB-SEM was appropriately applied. If not, PLS-

SEM results are a good approximation of CB-SEM results.  

Sample size 

considerations  
· If the sample size is relatively low, select PLS-SEM. With large data sets, 

CB-SEM and PLS-SEM results are similar, provided that a large number of 

indicator variables are used to measure the latent constructs (consistency at 

large).  

· PLS-SEM minimum sample size should be equal to the larger of the 

following: (1) ten times the largest a number of formative indicators used to 

measure one construct or (2) ten times the largest number of structural paths 

directed at a particular latent construct in the structural model.  

Model Evaluation  · If you need to use latent variable scores in subsequent analyses, PLS-SEM 

is the best approach.  

· If your research requires a global goodness-of-fit criterion, then CB-SEM is 

the preferred approach.  

· If you need to test for measurement model invariance, use CB-SEM.  
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3.14.4 Justification for Selecting SEM with PLS Approach  

Before the evaluation of the conceptual model, it is essential to highlight the importance 

and rationale for adopting a variance-based SEM technique PLS to analyse the data. For 

this, a brief comparison and contrast of the two broad branches of SEM techniques – 

component-based or variance based SEM, e.g., PLS, PLS-Graph, and covariance-based 

SEM (CBSEM), e.g., AMOS, LISREL, EQS, is presented. It is worth noting that the 

comparison is not intended to favour one technique over another but is aimed to reveal 

their relevance to this study.  

According to Hair et al. (2006), CBSEM mostly applies a maximum likelihood 

estimation method (from out of many choices, e.g., ULS, GLS, WLS, and ML) to 

compare the observed and estimated covariance matrices. Measurement and 

examination of the items extracted from the theory with the support of the data is the 

basic function of CBSEM (Bollen, 1989; Jöreskog and Sörbom, 2001). Hair et al. 

(2006) explain further that model-fit CBSEM within sampling variation produces an 

estimated covariance matrix where data fits well. 

Researchers such as Bollen (1989), Hair et al. (2006) and Tabachnick and Fidell (2007) 

recommend a higher sample size in CBSEM, around 150 or more for achieving 

goodness-of-fit indices (chi-square, RMSEA, CFA, and GFA). On the side of 

disadvantages, Chin (1998) and Henseler et al. (2009) state that the model does not 

always converge and produce an acceptable outcome, subsequently the researcher 

looked into modifying the model or re-assessing the theory used. However, ordinary 

least square is applied as an estimation method in order to observe the total variance 

(Gefen et al., 2000; Henseler and Sarstedt, 2013).  

The variance of all the observed variables is estimated at the same time in CB-SEM. 

Where PLS analyses one construct simultaneously by applying an iterative sequence of 

OLS (i.e., factor analysis combined with path difference), during the analysis of the 

structural model it minimises the residual variance of the dependent variables until R
2
 

(difference in average) becomes insignificant. Therefore, PLS is less susceptible to 

sample size and also, the multivariate normal distribution is required (Chin, 1998; 

Gefen et al., 2000; Henseler and Sarstedt, 2013). 

The rationale for adopting PLS for this study is twofold. First, SEM is widely used and 

accepted by a growing number of researchers in various disciplines used and suggested 
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guidance (Henseler et al., 2009), such as; supply chain management (Hazen et al., 

2015), strategic management (Hulland et al., 1996; Shook et al., 2014), marketing 

(Reinartz et al., 2004), management information systems (Dibbern et al., 2004), e-

business (Chai and Pavlou, 2002), operations management (Peng and Lai, 2012), 

management accounting research (Nitzl, 2016) and so on. The second reason for 

adopting PLS for structural modelling is based on the statement of previous researchers 

that using CB-SEM for the structural model is not sensible, due to the potential threat 

that the model might fail to meet requirements (Arbuckle, 2006; Hair et al., 2006; 

Tabachnick and Fidell, 2007). Also, the sample size is another reason in the justification 

for not adopting CB-SEM. The workable sample size for this study is 190, whereas Hair 

et al. (2015) suggest around 200 sample size for PLS-SEM. 

Therefore, for this study, PLS-SEM is the best option that facilitates predicting the path 

relations and supports building the theories and validating them by using CFA without 

the precondition of multivariate distribution of data and sample size (Chin, 1998; Gefen 

et al., 2000).  

3.14.5 PLS-SEM 

There are four basic components: constructs relationships, measured variables and error 

terms which need to be explained before developing the path model (Hair et al., 2013). 

The constructs are latent variables that are unmeasured, which include endogenous 

constructs and exogenous constructs (Hair et al., 2011). The directly measured 

observations are measured variables, also called indicators. The hypotheses in the 

structural model are the relationships, and the unexplained variances in the path model 

are called error terms (Hair et al., 2013). There are two models to be assessed in PLS-

SEM, the structural model (inner model) achieved with path analysis and the 

measurement model (outer model) assessed with factor analysis (Lee et al., 2011). 

PLS-SEM was chosen to assess the relationship between the constructs and identify the 

measurement error. Both models of PLS-SEM, measurement and structural model are 

adopted for the study: firstly the measurement or outer model which analyses the latent 

variables at observation level and assesses the validity and reliability; and secondly, the 

structural (or inner model) which tests the relationship at theoretical level between the 

latent variables (Hair et al., 2012). 
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3.14.6 Reliability 

According to Sekaran (2006) consistency and stability of the measurement results 

depend upon reliability. Reliability is essential for instruments’ measurement quality as 

it helps to identify variations, inconsistencies and their effect on the measurement 

result. For this study, the reliability of the items was assessed by examining the 

consistency of the participants’ responses to all question items. Internal consistency of 

each measure was measured with the reliability coefficient Cronbach’s alpha. Previous 

researchers such as Sekaran (2000) suggests reliability coefficients less than 0.6 are 

considered as poor, 0.7 is satisfactory or acceptable, while greater than 0.8 reflects good 

reliability. Nunally and Bernstein (1978) suggest equal to 0.7 or greater Cronbach’s 

alpha as acceptable reliability. Also, Hair et al. (2006) recommend 0.7 or higher 

Cronbach’s alpha for acceptable reliability of internal consistency. Therefore, for this 

study 0.7, Cronbach’s alpha reliability coefficients were set as a minimum cut-off value 

to define and test the reliability of each measure and overall reliability of each latent 

variable of the model.  

3.14.7 Uni-Dimensionality and Construct Validity  

According to Sekaran (2000) and Hair, et al. (2017) validity is linked with the accuracy 

of measures. Zikmund (2000, p.331) defines validity as “the ability of a scale to 

measure what it intended to measure”. According to Hair et al. (2006), validity outlines 

the level of relationship between the construct and its corresponding measurement 

indicators; also it indicates that the set of items is an actual reflection of the construct.  

In a unidimensional measure, one underlying latent variable comprises of a set of 

measured variables or indicators (Hair et al., 2006). There are two types of relationship 

between the constructs that influence uni-dimentionality (Anderson and Gerbing, 1988). 

The first is when the cross loading is not fixed at zero, or the behaviour of a single 

measured construct is defined with more than one variable. The second is covariance 

between error terms of two measured constructs, among construct error covariance or 

within construct error variance. Furthermore, in the case where the addition of these 

paths improves the model fit, the researcher should avoid hypothesising either type in 

CFA, as it would jeopardise the assumption of a good model. In other words, lack of 

construct validity can be confirmed by the presence of these relationships. Construct 

validity is the level to which measured items truly reflect the latent variable, those items 

they are aimed to measure.  
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Construct validity is “the extent to which a set of measured items reflects the theoretical 

latent construct those items are designed to measure” (Hair et al., 2006, p.776). There 

are three significant components of construct validity: convergent validity, discriminant 

validity, and face or content validity. 

3.14.8 Convergent validity 

According to Hair et al. (2006, p.771), convergent validity is “the extent to which 

indicators of a specific construct converge or share a high proportion of variance in 

common”. Confirmatory factor analysis offers a variety of information used in 

estimating the comparative amount of convergent validity between the items: variance 

extracted, factor loadings and construct reliability. Adequate convergent validity can be 

achieved by following some recommendations and suggestions of previous researchers 

such as Anderson and Gerbing (1988) and Hair et al. (2006) who recommend all factor 

loadings statistically significant and strong (0.5 or higher). Fornell and Larcker (1981) 

and Hair et al. (2006) mention average higher percentage (0.5 or above) of variance 

extracted between a set of construct items. Finally, Fornell and Larcker (1981), Bacon 

et al. (1995) and Hair et al. (2006) suggest 0.7 or higher as acceptable reliability value 

for constructs. 

3.14.9 Discriminant Validity 

Discriminant validity is “the extent to which a construct is truly distinct from other 

constructs” (Hair et al., 2006, p.778). In other words, each measured item should 

represent only one latent variable. Thus the presence of substantial cross-loadings 

indicates a lack of discriminant validity. There are two common ways of evaluating 

discriminant validity in CFA. The first, discriminant validity is considered as adequate 

with 0.9 cut-off value, in case of correlation among any two variables (Bagozzi et al., 

1991). The second is the variance extracted percentages for any two variables should be 

greater than the square of the correlation estimate between these two constructs (Fornell 

and Larcker, 1981; Anderson and Gerbing, 1988; Bagozzi et al., 1991).  

Measurement validity is concerned with different measures that are chosen for 

measuring the concepts of the research that are measuring it. Furthermore, the validity 

of the instrument also demands the appropriate use of the language with the unit of 

analysis through an exploratory study and piloting the questionnaire before the main 

data collection.  
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3.14.10 Face Validity 

Face validity is related to establishing new measures developed by the researcher, and 

the measures are known to be a reflection of the contents of the research concepts of the 

study. This can be established by a review of previous research in a particular area and 

seeking expert opinion from researchers that helps to determine the measures used in 

the study presents a reflection of the concepts being measured. Face validity of the 

measures of this study is determined by the guidelines provided by Bryman (2012): 

· The theoretical context in relation to the constructs taken into account during the 

selection of the measures.  

· Previous literature relevant to this study applied to test the selected measures. 

· Review of the questionnaire by two senior academic experts helps to determine 

face validity. Following their suggestions and comments appropriate changes 

were made in order to make the questionnaire clearer.  

3.14.11 Content Validity 

Content validity is about how to make sure that the measures represent the area of the 

construct in general. It is essential to review the previous literature of the discipline 

before the development of the measures. For this study content validity is ensured by 

following the recommendations by Newman et al. (2013): 

· In adopting each measurement, a thorough review of the literature of the 

discipline is carried out to cover all aspects of the constructs. 

· After careful consideration of various interpretations of the constructs, an 

appropriate one to the study of sustainability compliance within the food 

environment was adopted. 

According to Bagozzi (1981), Hair et al. (2017) nomological (content) validity are 

about the level at which a construct performs accordingly within a system of related 

constructs. Nomological validity helps to test the correlations between the constructs in 

the measurement model (Hair et al., 2006). Nomological validity is considered as 

supported when CFA latent constructs correlate with other latent constructs in the 

model that supports the theoretical framework. For this research study, nine constructs 

are proposed in the model, and as mentioned in Chapter three, all the constructs have 

been demonstrated as significant and positive. Hence, the latent variable must be 
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positively related according to the theoretical model in order to demonstrate 

nomological validity (Hair et al., 2006). Nomological validity of the model in this study 

was assessed by using constructs correlations (estimates). 

3.15 Structural Model Testing and Hypothesis Testing 

A two-step approach is applied in SEM analysis for this research study, as discussed 

above. In the first step reliability, validity and unidimensionality of latent variables 

were examined by using CFA in order to evaluate the measurement model, while in the 

second step the structural model was examined by testing the hypothesised relationship 

among the latent variables of the model (Hair et al., 2006). The hypothesised model or 

structural model describes relationships between the latent variables as presented in 

Chapter three. The structural model indicates variables’ direct or indirect influence on 

each other in the model. The structural model testing results are provided in Chapter 

Six.  

3.16 Ethical Considerations  

In business research studies, ethical considerations play a significant role (William, 

2003). Extreme care is required in social research due to the involvement of humans in 

order to avoid any harm to them (Fontana and Frey, 1998; Bell, 2018). Neuman (2005) 

explained further that harm might occur in the shape of psychological abuse, legal risk, 

loss of self-esteem, stress or any physical harm. Also, some other ethical issues need to 

be addressed, such as: that participants fill out the consent form, that privacy, 

confidentiality, and anonymity are maintained at all levels, and that the research studies 

should be free from deception. (Manning, 2006).  

For this research study, serious attention was given to ethical issues during the research 

process in order to ensure the integrity of the research. Following this, the research 

ethics code of the University of Bedfordshire was followed; the research ethics form 

was submitted with the consent and approval of the director of studies before the study 

and approved by the Research Graduate School of the University of Bedfordshire. After 

the ethical approval, a letter of information was attached with the questionnaires, 

containing information about the researcher, title and aim of the research, 

confidentiality statement and voluntary nature of participation. As suggested by Cooper 

and Schindler (2003) and Sekaran and Bougie (2016) a covering letter with information 

of the researcher, university, introduction of the research topic and assurance of 
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maintaining confidentiality and privacy enhance the level of confidence and trust of the 

respondents. Following the data collection confidentiality and privacy was maintained. 

The participants’ information was not disclosed at any level or with the findings of this 

study; also their responses were only used in reporting the results of this research study. 

Furthermore, the data shall not be used for any other purpose except this academic 

research for the fulfilment of the PhD thesis requirement. 

3.17 Conclusion  

The purpose of this research methodology Chapter was to discuss and select the 

appropriate methodology; also the statistical techniques used for this study were 

discussed. Development and improvement of the questionnaire through stages of 

questionnaire design and a pilot study were discussed. Followed by a summary of the 

sample selection, the methods used for administration of the questionnaire, data 

analysis techniques and ethical consideration were discussed.  

Furthermore, a quantitative (positivist) approach was adopted for this study to get wider 

participation and a deeper insight from the respondents. After a thorough investigation 

of relevant literature, a model was developed and hypothesised (see Chapter three) in 

order to examine sustainability compliance. For the data collection, a cross-sectional 

quantitative approach using a survey tool was applied. The questionnaire was developed 

from previous research and literature, but maximum consideration was given to make 

the questions simpler and easily understood by the participants. Then the questionnaires 

were administered by using snowball sampling techniques. In order to test the validity 

of the instrument and ensure that it is free from errors and ambiguities, a pre-test and 

pilot study was conducted as recommended by previous researchers.  

The widely used quantitative analysis software SPSS version 22 was used to analyse the 

data collected through the survey questionnaires. SPSS was applied for identification of 

outliers and to find out the data normality. For this study, statistical relationships among 

the test items of each factor and between the dependent variable and independent 

variables were explored by using a PLS software package for SEM. On the basis of this 

research methodology Chapter, the results of the data analysis are described in the next 

Chapter. 
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Chapter 4  

Structural Equation Modelling  

 

4.1 Introduction  

The previous Chapter discussed research paradigms, research approaches, and research 

strategy and justified the research methodology adopted for this study in light of RQs 

along with the design of the study. Also, a pilot study and processes of the main study 

(data collection), statistical technique and ethical considerations are presented in the 

previous Chapter. This Chapter aims to present Structural Equation Modeling (SEM) 

and the data analysis and comprises several sections. Section 4.2 presents descriptive 

statistics of construct items; section 4.3 present types of models in SEM and section 4.4 

presents a measurement model. Section 4.5 presents an evaluation of the structural 

model; section 4.6 assesses construct dimensionality, section 4.7 discusses the 

processes of measurement model evaluation. Section 4.8 presents a structural model 

evaluation and hypotheses testing, and section 4.9 concludes this Chapter.  

4.2 Descriptive Statistics of Construct Items 

To provide descriptive statistics before the data analysis is a convention in many 

quantitative types of research. Usually, they are provided to understand the normality 

and distribution of the data. Following this convention, the normality of data was also 

calculated for all the constructs as in multivariate analysis normality which is 

considered as an essential assumption (Kline, 2005; Hair et al., 2006; Tabachnick and 

Fidell, 2007). Normality is based on the assumption that the data in all items and items 

in linear combination are distributed normally (Hair et al., 2006; Tabachnick and Fidell, 

2007).  

The shape of data distribution is based on skewness and kurtosis values adopted for the 

normality of the data distribution. Pallant (2007) suggests skewness and kurtosis for 

identifying the shape of the distribution. Kurtosis refers to the ‘flatness’ or the 

‘peakedness’ of the distribution, while skewness presents the symmetry of distribution 

compared to the normal distribution (Field, 2006; Hair et al., 2006). Negative skewness 

indicates distribution has shifted to the right and tails off to the left, whereas positively 

skewed distribution is reversed (Hair et al., 2006). Preacher et al. (2006) suggest the 

value of skewness is recommended to be zero for the normal distribution, which 

represents a symmetric shape. “The kurtosis, the flat distribution is termed as 
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‘platykurtic’, and the taller distribution or more peaked than the normal is called as 

‘leptokurtic” (Hair et al., 2006, p.80). Furthermore, positive kurtosis value depicts 

peaked distribution, while a negative value shows flatter distribution. Holmes-Smith et 

al. (2006) recommended kurtosis values: values less than ± 1 indicates negligible non-

normality, kurtosis values from ± 1 to ± 10 are considered as moderate non-normality, 

whereas kurtosis values greater than ± 10 indicate severe non-normality. 

The following subsections present the descriptive statistics of the constructs: 

4.2.1 Moral Hazards (MH) 

As explained in Chapter three, the construct of moral hazards consists of five aspects: 

hygiene food handling (2 items), employees’ environmental concern (2 items), 

workload pressure (2 items), job satisfaction (2 items) and work environment (2 items). 

A five-point Likert scale ranging from ‘strongly disagree’ to ‘strongly agree’ was used 

to measure the response for the construct.  

Table 4.1 represents the responses received from the participants for each item of the 

construct. Mean scores between 2.37 and 4.46 were recorded. Some information about 

the standard deviation values (as a measure of dispersion) is provided in the descriptive 

statistics. All standard deviation values for the items from MH1 to MH11 are between 

0.536 and 1.190, except MH9, which indicates that the data are less concentrated 

around the mean and more spread and normally distributed.  

Some information regarding the skewness and kurtosis (distribution of scores) in Table 

4.1 is: five skewness values (MH1, MH6, MH7, MH9, and MH10) are positive and 

close to zero (between 1.010 and 0.110), which shows a very slight skew to the left-

hand side. Skewness values for MH2, MH3, MH4, MH5, and MH8 are negative 

(between -1.412 and 3.137) showing skew to the right side. Furthermore, most kurtosis 

values for the items except MH5, MH6, MH7, and MH10 are positive, the kurtosis 

value ranging between 0.174 and 8.634 which shows a flat shape.  
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 Mean  

Statistic 

Std. Deviation 

Statistic 

Skewness 

Statistic 

Kurtosis 

Statistic 

MH1 2.76 1.040 .745 1.945 

MH2 4.72 .536 -2.210 6.223 

MH3 4.25 .877 -1.552 2.792 

MH4 4.46 .725 -1.725 4.142 

MH5 2.49 1.190 .489 -.853 

MH6 2.56 1.143 .553 -.706 

MH7 3.94 .764 -1.412 3.063 

MH8 3.04 8.78 .107 -.196 

MH9 2.37 1.114 1.007 .174 

MH10 2.61 1.037 1.010 -.388 

Table 4.1: Descriptive Statistics of Measured Items of Moral Hazards 

4.2.2 Goal Conflict (GC) 

The construct of goal conflict included five aspects as described in the literature review 

Chapter. The aspects are: employees’ support for the organisation’s environmental 

commitment (3 items), intent to follow food safety practices (2 items), support to 

organisational goals (2 items), reluctance to change (2 items) and work schedule (2 

items). A five-point Likert scale was used to measure the construct.  

The mean ratings for the construct of goal conflict ranged between 2.72 and 4.46. Table 

4.2 represents information about the measure of dispersion (standard deviation). All 

standard deviations for the construct ranged from 0.717 and 1.173, indicating that the 

data is normally distributed; less concentrated around the mean and more spread. With 

regards to distribution of scores (skewness and kurtosis), most skew values are negative 

(except GC1 and GC3) between -0.051 and -1.722, and close to zero which shows a 

slight skew to the right-hand side. Two skew values of GC1 and GC3 are positive at 

0.236 and 0.369 indicating skew to the left-hand side. Kurtosis values for GC1, GC2, 

GC3, GC4, GC6, and GC11 are negative close to zero between 1.295 and 0.159 which 

indicate a very slightly flat shape.  



 

110 

 

 Mean  

Statistic 

Std. Deviation 

Statistic 

Skewness 

Statistic 

Kurtosis 

Statistic 

GC1 2.72 1.008 .396 -1.100 

GC2 3.14 1.052 -.178 -1.257 

GC3 2.88 1.012 .266 -1.295 

GC4 3.70 .914 -.881 -.159 

GC5 3.73 .814 -1.245 .755 

GC6 3.62 .857 -.594 -.339 

GC7 3.84 .767 -.933 .943 

GC8 4.46 .717 -1.722 4.306 

GC9 3.75 .816 -1.393 2.493 

GC10 4.34 .831 -1.651 3.273 

GC11 3.22 1.173 -.051 -.820 

Table 4.2: Descriptive Statistics of Measured Items of Goal Conflict 

4.2.3 Information Asymmetry (IA) 

As described in Chapter two, the construct of information asymmetry consists of five 

aspects: employee’s pro-environmental behaviour (2 items), food safety (4 items), and 

temperature management for food quality (2 items), employee’s turnover (2 items) and 

environmental orientation (2 items). A five-point Likert scale was used to measure the 

construct. The lowest mean rating was 3.23 for IA10, and the highest mean was 4.77 for 

IA8. Table 4.3 presents the responses received for each item of the construct of 

information asymmetry. The standard deviation values range between 0.397 and 1.075, 

which shows that the data are more concentrated around the mean, more spread and 

normally distributed. The skewness value of items IA4, IA5, IA6, IA7, IA9, IA10, and 

IA12 are close to zero showing a very slight skew to the left-hand side. Kurtosis 

statistics range between -0.126 and 9.618 
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 Mean  

Statistic 

Std. Deviation 

Statistic 

Skewness 

Statistic 

Kurtosis 

Statistic 

IA1 3.85 .700 -1.278 2.095 

IA2 3.92 .397 -2.206 9.618 

IA3 4.04 .513 -1.361 7.017 

IA4 4.06 .478 -.696 5.566 

IA5 4.11 .459 -.597 6.743 

IA6 4.65 .499 -.903 -.583 

IA7 3.94 .892 -.835 .182 

IA8 4.77 .456 -1.815 2.435 

IA9 3.63 1.075 -.784 .148 

IA10 3.23 .796 -.250 .931 

IA11 3.87 .745 -1.884 4.817 

IA12 3.59 .919 -.840 -.126 

Table 4.3: Descriptive Statistics of Measured Items of Information Asymmetry 

4.2.4 Information Sharing (ISH) 

Table 4.4 presents the descriptive statistics of the participants’ responses to information 

sharing. The construct of information sharing consists of five aspects as discussed in 

Chapter three. The aspects are; support to colleagues on the environment (2 items), 

organisation’s food safety information sharing (2 items) incentives information 

transparent information (1 item), and quality and speed of information (1 item). The 

mean values recorded were between 2.82 and 3.82. Skewness values of the items except 

for ISH1, ISH2, ISH3, and ISH4, are close to zero, which indicates a positive 

distribution. Kurtosis statistics ranged between 0.055 and 1.894 
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 Mean  

Statistic 

Std. Deviation 

Statistic 

Skewness 

Statistic 

Kurtosis 

Statistic 

ISH1 3.75 .935 -1.329 1.391 

ISH2 3.82 .799 -1.356 1.718 

ISH3 3.67 .906 -1.564 1.894 

ISH4 2.87 1.188 .113 -1.049 

ISH5 3.52 1.068 -.978 .055 

ISH6 2.86 1.211 .204 -1.103 

ISH7 2.82 1.136 .139 -1.192 

Table 4.4: Descriptive Statistics of Measured Items of Information Sharing 

4.2.5 Trust (TR) 

The construct of trust included five aspects: food handling (1 item), trust of top 

management (1 item), commitment to safe food handling (2 items), trust of line 

managers (1 item), trust of colleagues (1 item) and food service employees’ knowledge 

and behaviour (2 items). A five-point Likert scale was used to measure the responses. 

Table 4.5 records the highest mean 3.75 for TR1 and the lowest mean 2.56 for TR6. 

The standard deviation for the items from TR1 to TR8 is between 0.902 and 1.112. 

Skewness value of TR3, TR4, TR6, TR7, and TR8 are close to zero (between 0.23 and 

0.651) which shows a positive distribution.  

 Mean  

Statistic 

Std. Deviation 

Statistic 

Skewness 

Statistic 

Kurtosis 

Statistic 

TR1 3.75 .902 -.919 .237 

TR2 3.55 1.000 -1.318 .927 

TR3 2.60 1.112 .651 -.663 

TR4 2.82 1.054 .255 -1.244 

TR5 3.49 1.063 -1.175 .296 

TR6 2.56 1.100 .500 -.819 

TR7 2.94 1.009 .023 -1.097 

TR8 3.03 .970 -.028 -.546 

Table 4.5: Descriptive Statistics of Measured Items of Trust 
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4.2.6 Incentives (IN) 

The construct of incentives included five aspects as explained in the literature review. 

The aspects are pay (2 items), incentives (1 item), employee well-being (1 item), food 

safety training (2 items) and organisation’s environmental ambitions (3 items). A five-

point Likert scale was used to measure the responses. The highest mean rating 4.72 was 

observed for item IS3, while the lowest mean 2.57 was reported for item IS8. See Table 

4.6. 

 Mean  

Statistic 

Std. Deviation 

Statistic 

Skewness 

Statistic 

Kurtosis 

Statistic 

IN1 3.67 .734 -1.188 .800 

IN2 3.65 .773 -.904 .289 

IN3 4.72 .494 -1.512 1.346 

IN4 4.37 .527 .083 -1.068 

IN5 3.90 .397 -2.205 9.617 

IN6 3.99 .997 -1.240 1.050 

IN7 3.84 1.084 -.855 -.297 

IN8 2.57 .956 .887 -.570 

IN9 3.77 .702 -1.504 4.164 

IN10 3.60 .725 -1.154 .849 

Table 4.6: Descriptive Statistics of Measured Items of Incentives 

4.2.7 CSR Practices (CSR) 

Table 4.7 reports descriptive statistics of the survey participants’ responses to CSR 

practices. The construct consists of five aspects: environment (2 items), top 

management environmental commitment (1 item), employees’ recycling behaviour (3 

items), employee’s intention to follow recycling policy (2 items), and energy 

consumption behaviour (2 items). The mean scores of the construct recorded were 

between 3.33 and 4.63.  



 

114 

 

 Mean  

Statistic 

Std. Deviation 

Statistic 

Skewness 

Statistic 

Kurtosis 

Statistic 

CSR1 3.51 .874 -.938 -.648 

CSR2 3.53 .846 -.947 -.442 

CSR3 3.59 .719 -1.027 .291 

CSR4 4.49 .512 -.077 -1.713 

CSR5 4.32 .490 .498 -1.080 

CSR6 4.24 .487 .218 1.508 

CSR7 3.33 1.127 -.302 -1.169 

CSR8 4.63 .537 -1.038 .028 

CSR9 4.59 .562 -1.192 1.463 

CSR10 4.14 .463 .157 2.892 

Table 4.7: Descriptive Statistics of Measured Items of CSR Practices 

4.2.8 Employees Organisational Commitment (EOC) 

Twelve items were used for EOC. Table 4.8 presents the summary of descriptive 

statistics of the measured items. The construct EOC was defined with six aspects as 

explained in Chapter two. The aspects are: employee’s environmental understanding (3 

items), EMP advantages to operations (1 item), employee’s intention to follow food 

waste management (3 items), employees’ environmental initiatives in the workplace (1 

item), and operational performance (1 item), and employees’ organisational 

commitment (3 items). The highest mean score was recorded for EOC6 4.07, and the 

lowest mean for EOC2 3.46. 
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 Mean  

Statistic 

Std. Deviation 

Statistic 

Skewness 

Statistic 

Kurtosis 

Statistic 

EOC1 3.74 .757 -1.230 1.103 

EOC2 3.46 .940 -.841 -.199 

EOC3 3.71 .718 -1.572 1.495 

EOC4 3.94 .510 -1.553 5.888 

EOC5 4.07 .535 -.983 5.027 

EOC6 4.27 .523 .209 -.461 

EOC7 4.12 .632 -1.495 5.881 

EOC8 3.91 .526 -2.093 6.767 

EOC9 3.94 .489 -1.524 6.148 

EOC10 3.51 .901 -1.090 .264 

EOC11 2.91 .868 .136 .060 

EOC12 3.15 .967 -.276 -1.067 

Table 4.8: Descriptive Statistics of Measured Items of Commitment 

4.2.9 Compliance of Environmental Sustainability and Food Safety Strategy at 

Middle Management and Operation Level (CESFS) 

As explained in Chapter two, seven aspects are included in CESFS in order to measure 

the relationship with the independent variables and compliance with environmental 

sustainability and food safety strategy at middle management and operational levels. 

Twenty question items were used for the variable, the items of each aspect are: 

organisation’s environmental strategy (2 items), competitive advantage (2 items), 

organisational benefits (2 items), organisation’s environmental strategy and 

performance (2 items), economic performance (2 items), food safety strategy at 

managerial level (5 items), and food safety strategy compliance at operational level (5 

items). The results indicated the highest mean score of 4.79 for item CESFS7 and the 

lowest mean 3.37 for CESFS12. See Table 4.9 
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 Mean  

Statistic 

Std. Deviation 

Statistic 

Skewness 

Statistic 

Kurtosis 

Statistic 

CESFS1 3.43 .843 -.892 -.892 

CESFS2 3.46 .833 -.676 -.676 

CESFS3 4.23 .648 .933 .933 

CESFS4 3.78 .659 3.699 3.699 

CESFS5 3.75 .658 1.675 1.675 

CESFS6 3.72 .811 .483 .483 

CESFS7 4.79 .458 7.500 7.500 

CESFS8 4.72 .585 10.529 9.529 

CESFS9 4.01 .770 1.927 1.927 

CESFS10 3.92 .705 1.271 1.271 

CESFS11 4.01 .659 2.888 2.888 

CESFS12 3.37 1.099 -1.253 -1.253 

CESFS13 4.11 .819 2.667 2.667 

CESFS14 4.01 .906 2.533 2.533 

CESFS15 4.24 .743 4.524 4.524 

CESFS16 4.38 .612 .999 .999 

CESFS17 4.51 .598 1.736 1.736 

CESFS18 4.26 .621 2.086 2.086 

CESFS19 4.44 .612 2.066 2.066 

CESFS20 4.00 .742 1.642 1.642 

Table 4.9: Descriptive Statistics of Measured Items of Compliance 

As mentioned above, most of the constructs indicate a normal range of skewness and 

kurtosis, although the skewness and kurtosis values are negative or positive. Such 

negative and positive values do not cause any difficulty if they are within the suggested 

normal level (Pallant, 2007). Furthermore, Hair et al. (2006) state that sample size is 

important for the severity of normality, the negative effects of non-normality are 

observed in a larger sample size (Hair et al., 2006; Pallant, 2007). In the case of a small 

sample size such as around 50 cases, there can be serious effects on normality as 

compared to a larger sample size over 150. In this study, the workable sample size is 

190, which indicates that the non-normal univariate distribution is avoidable. 
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4.3 Types of Models in SEM 

There are two types of models defined by researchers, i.e., path or structural model and 

measurement model (Gefen et al., 2000). Measurement model or confirmatory factor 

analysis defines the latent variables (unobserved constructs) of the model and assigns an 

observed variable to each, while hypothetical relationships between the latent variables 

can be examined in the path model which is also known as regression or path analysis 

(Hair et al., 2006).  

4.3.1 Basics of Model Evaluation  

A two-step approach (measurement model or inner model, and structural model or outer 

model) was used to evaluate the conceptual model on the hierarchal basis (Henseler et 

al., 2009), which was developed in Chapter three. The measurement model was 

evaluated by examining psychometric reliability and validity tests for the items. The 

assessment of the measurement model is also known as confirmatory factor analysis. In 

the next step, the structural model or outer model was assessed by using multiple 

regression techniques such as hypothetical relationships based over magnitude, sign and 

significance levels. A brief discussion of step one and step two is presented below. 

One-Step or Two-Step Approach 

In a one-step approach, the structural model and measurement model are estimated at 

the same time. While in a two-step approach, the measurement model is assessed by 

observing convergent and discriminant validity, reliability, and uni-dimensionality as a 

first step. In the second step, causal relationships between theoretically proposed latent 

variables are verified in order to evaluate the path model (Anderson and Gerbing, 1988; 

Garver and Mentzer, 1999). Some researchers recommend the one-step approach and 

some suggest the two-step. According to Hair et al. (2006, p.848) “mostly a two-step 

approach is preferred”. Fornell and Cha (1994) suggest a one-step approach when the 

model is based on strong theoretical justification and the measurement items are 

adopted from well-established previous research. However, Hulland et al. (1996) 

believe that a one-step approach should not receive much attention from researchers due 

to the difficulty in achieving a good model fit. Therefore, a two-step approach is 

adopted for this study as recommended by the majority of the researchers in SEM 

(Anderson and Gerbing, 1988; Chin, 1998).  
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4.4 Measurement Model  

A measurement model is the first part in evaluating a model, which employs 

confirmatory factor analysis for assessing validity (convergent and discriminant) and 

reliability (Cronbach’s α and composite reliability) of the model. The measurement 

criteria followed for model fit are presented in Table 4.10. 

Criterion  Acceptable fit 

Construct reliability 

Composite 

reliability 

Loading > 0.6 (Bagozzi et al.,1991; Hair et al., 2006) 

Construct reliability 

Cronbach’s α 

Loading > 0.6 acceptable (Hair et al., 2006)  

Loading > 0.8or 0.9 better (Nunally and Bernstein, 1994) 

Indicator reliability Loading> 0.4 is acceptable (Churchill, Jr, 1979; Hulland et al., 

1996). 

Loading > 0.7 is better (Henseler et al., 2009) 

Convergent validity Loading> 0.5 (Fornell and Larcker, 1981) 

Discriminant 

validity 
√AVE > latent variable correlation (Fornell and Larcker, 1981) 

Discriminant 

validity  

Loading of each indicator > cross loadings (Chin, 1998)  

Cross loadings < 0.4 (Hair et al., 2006) 

Table 4.10: Criterion for Measurement Model 

4.4.1 Measurement of the Reliability (Items Level) 

For the measurement model, assessing the internal consistency of the items/ observed 

variables with each other is the first stage. Standardised outer loadings (absolute 

correlation) should be more than half explained by the latent construct (Chin, 1998). 

However, researchers such as Henseler et al. (2009) recommend a measurement value 

above 0.7 and not less than 0.4 (Churchill, 1979).  

4.4.2 Measurement of the Reliability (Construct Level) 

The construct reliability indicates the level of relationships of the construct along with 

their items assigned. However, individual item reliability is adequate, but it is 

recommended to measure the construct reliability for the group of items in the same 

construct (Bagozzi and Baumgartner, 1994). For this study, Cronbach’s α and 

composite reliability were used to examine the construct reliability. Uni-dimensionality 

of internal consistency of multi-item was measured with Cronbach’s alpha (Cronbach, 

1951), while composite reliability measures the construct with assigned items and 

indicates how well the construct is established by the group of items (Fornell and 

Larcker, 1981; Götz et al., 2010).  
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4.4.3 Convergent Validity 

According to Hair et al. (2006), convergent validity depicts that a set of measuring 

items properly represents the basic theoretical proposed concept. Peter (1981) explains 

further that convergent validity describes the correlation between responses within the 

same construct. For this study, the average variance extracted (AVE) method was used 

to examine convergent validity (Hair et al., 2006; Tabachnick and Fidell, 2007; 

Henseler et al., 2009). AVE was first suggested by Fornell and Larcker (1981); it 

measures the amount of variance of a construct that is acquired from the measuring 

items due to measurement error. 

4.4.4 Discriminant Validity  

Discriminant validity indicates that two conceptually dissimilar constructs should be 

demonstrated differently, i.e., the group of measuring items are likely not to be uni-

dimensional (Henseler et al., 2009). For this research study, Fornell and Larcker’s 

(1981) suggested criterion was used for examining discriminant validity at construct 

level, and that each construct’s square root of AVE should be greater than the 

correlation of any other construct (i.e., inter-construct correlation). The item level 

discriminant validity was examined by using Chin’s (1998) criterion, which examines 

cross-loading within factor loading.  

4.5 Evaluation of the Structural Model 

According to Tabachnick and Fidell (2006), Structural Equation Modeling (SEM) 

facilitates bringing the data and underlying theory together through the collection of 

statistical techniques. SEM is also known as causal analysis, confirmatory factor 

analysis, path analysis, covariance structure analysis, simultaneous equation analysis 

(Tabachnick and Fidell, 2007). Bagozzi and Fornell (1982) referred to covariance-based 

modelling techniques of SEM such as LISREL and AMOS software, and component-

based or variance based techniques, i.e., Partial Least Squares, as the second generation 

of data analysing methods. That enables researchers to model inter-relationships among 

various constructs simultaneously, contrary to Principal Component Analysis (PCA), 

Analysis of Variance (ANOVA), Multivariate Analysis of Variance (MANOVA), the 

first generation of statistical techniques, which can manage one layer of relationships 

among the dependent and independent variables (Gerbing and Anderson, 1988; Chin, 

1998; Gefen et al., 2000; Hair et al., 2006). Furthermore, SEM can analyse complex 

model relationships, also perform confirmatory factor analysis, multicellularity, 
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incorporate latent variable (unobserved) and indicator (observed variable) and estimate 

explicit unreliability and random error (measurement error variance) in order to avoid 

bias (Barbara, 2001; Hair et al., 2006). Due to its excellent features, SEM is being used 

in a variety of research for examining complex relationships in models with 

multivariate datasets. Also, SEM is widely used by researchers in operations 

management (Peng and Lai, 2012).  

4.5.1 Step-Two: Structural Model  

The next step after establishing the validated and reliable measurement model is to 

estimate the assumed covariance linear and causal relationship between independent 

(exogenous) and dependent (endogenous) latent variables. A series of structural 

equations based on the theoretical model established in the structural model allows 

evaluating the path model or inner-model (Chin, 2010). For this study, non-parametric 

tests were applied for evaluating the overall model fit; as discussed earlier, PLS does 

not support CBSEM approaches such as goodness of fit based on the assumption of 

distribution free variance, i.e., CFI, GFI, AGFI, and RMSEA. Therefore, coefficient of 

determination (R
2
), prediction relevance (Q

2
), effective size (F

2
), and estimation of path 

coefficient (β) are used as essential criteria for assessing the structural model 

(Tenenhaus et al., 2005; Henseler et al., 2009; Chin, 2010; Götz et al., 2010). Table 

4.11 presents the threshold value for each criterion. 

The coefficient of Determination (R
2
) 

A percentage of variation in the dependent variable(s) explained by the latent 

variable(s) is obtained by the determination of coefficient (R
2
) (Keil et al., 2000). 

According to Chin (1998), the value of R
2
 depends upon the number of measuring 

indicators (independent variable(s)), i.e. a lower number of independent variables 

produce a lower value of R
2,

 and a higher number of indicators produce a higher value 

of R
2
. Therefore, a model having R

2
 value of 0.67 was considered substantial, 0.33 as 

moderate and 0.19 as weak (Chin, 1998).  

Path estimation (β):  

The significance of the path relations in the inner model was examined by applying path 

estimation which is also known as nomological validity (Chin, 1998). In other words, 

the regression coefficient (β) examines the relationship between each path present in the 

framework; t-value indicates the significance of the regression coefficient β.  
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Criterion  Acceptable fit 

R
2 

of dependent (endogenous)  

latent variable 

Value 0.67 substantial, value 0.33 moderate, 

value 0.19 weak (Chin, 1998) 

β coefficient  Value P<0.01,  

          p<0.05, and 

           p<0.10 (Hair et al. 2006, p.390) 

Prediction relevance Q
2
 Value 0.02 weak effect, value 0.15 medium 

effect, value 0.35 large effect (Chin, 1998) 

Goodness of fit (GoF) A value closer to 1 is better (Tenenhaus et al. 

2005) 

Table 4.11: Suggested Criterion for Assessment of the Structural Model 

(Developed by the researcher) 

 

Predictive Relevance Q2 

The path coefficient (R
2
) technique is used to assess the structural model; another 

technique can be used for assessing the inner model which is called predictive relevance 

(Chin, 2010). The model’s ability to predict its relevance is assessed through this 

technique. Stone and Geisser developed a predictive relevance Q
2
 between 1974 and 

1975. This technique embodies a synthesis of “function fitting and cross-validation” 

(Geisser, 1975, p.320) which hypothesises that each endogenous latent variable’s 

indicators must be capable of predicting adequately (Hair et al., 2011). The justification 

for this technique is that “the prediction of observables or potential observables is of 

much greater relevance than the estimation of what are often artificial construct 

parameters” (Geisser, 1975, p.320).  

Use of this technique in PLS is as a “hand in glove” (Chin, 2010, p.679). The 

‘blindfolding’ procedure is used in smart PLS for assessing the model’s ability for 

productivity. This procedure of estimation uses “omission distance D” for a specific 

block of indicators for omitting a part of the data during estimations of the parameters. 

While in the next step, it calculates the omitted part of the data by using the obtained 

parameter (Götz et al., 2010); it is essential to select omission distance D before 

assessing predictive relevance Q
2
 (Hair et al., 2011).  
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Q
2
 has two different types: cross-validated redundancy and cross-validated 

communality. The redundancy is obtained “if the prediction is made by those latent 

variables that predict the block in question”, whereas cross-validated communality is 

obtained “if the prediction of the data points is made by the underlying latent variable 

score” (Chin, 2010, p.680). Hair et al. (2011) suggest preferably using cross-validated 

redundancy for the data prediction in PLS, as in contrast to the communality; it uses 

estimates of the measurement model and structural model. If the results of predictive 

relevance Q
2
 are larger than zero, this confirms predictive validity of the model, 

whereas less than zero Q
2
 value shows that the model has not achieved validity of 

productivity (Götz et al., 2010).  

4.6 Assessing Construct Dimensionality 

According to Hair et al. (2006) uni-dimensionality of the construct refers to the strong 

association of measured variables with each other which represent a particular 

construct. Uni-dimensionality can be assessed by using exploratory factor analysis 

(EFA) or confirmatory factor analysis (Hair, 2010). Factor analysis techniques are 

considered essential and play a critical role in assessing uni-dimensionality of the 

measured variables. A number of factors and the loading value of each indicator of the 

factor(s) are identified by using this technique (Pallant, 2007). 

4.6.1 Exploratory Factor Analysis (EFA) 

Researchers use EFA in developing the survey instrument in order to test the 

measurement items. For this study, a well-established agency theory was adopted and 

validated question items for each variable were adopted from previous research. 

Therefore there was no need to apply EFA. A Table of adopted items from previous 

research is provided in Appendix 2.  

4.6.2 Confirmatory Factor Analysis  

Confirmatory factor analysis was used for this study as the measures of each construct 

extend from prior empirical research as well as theoretical considerations (Hair, 2010). 

CFA for the model along with partial least squares (PLS) is discussed as follows, and 

the results are discussed in Chapter Six. 

4.7 Processes of Measurement Model Evaluation  

Before assessing the significance of the variables’ relationships, it is essential to ensure 

that the reliability and validity of the study’s measures are at a satisfactory level 
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(Fornell and Larcker, 1981). Therefore, in the first step, the measurement model is 

evaluated. By following the PLS-SEM discussion in Chapter six, this section continues 

assessing the measurement model with the following four basic processes of evaluation, 

namely, assessing construct dimensionality, content validity, and construct validity and 

reliability (Hair, 2010). 

4.7.1 Assessing Construct Dimensionality  

According to Hulland (1999), before developing a path model, the dimensionality of the 

construct should be taken into consideration. Hair et al. (2006) described that uni-

dimensionality measured variables strongly associated with each other represent a 

particular construct; uni-dimensionality can be assessed by EFA or CFA (Hair, 2010). 

Pallant (2007) believes that in assessing the uni-dimensionality, the factor analysis 

technique plays an important role in order to identify a set of measured variables which 

identifies the number of factors with the loadings of each indicator on the factor. 

CFA was adopted for the study construct’s measures, extended from previous empirical 

research (Hair, 2010). The constructs’ uni-dimensionality was assessed by using SPSS; 

the indicators showing lower loadings or high cross-loadings are removed (Hair, 2010), 

in order to avoid multicollinearity. 

4.7.2 Assessing Construct Reliability  

In this study, the consistency of the respondent’s answers to all items was examined in 

order to assess the reliability of the constructs (Nunnally, 1978). According to Hair 

(2010, p.125), reliability refers to “the degree of consistency between multiple 

measurements of a variable”. Field (2009) relates reliability with the ability of the 

instrument to interpret within different situations consistently. Different methods are 

used to measure reliability, such as internal consistency, test-retest, and split-half 

reliability (Field, 2009; Hair, 2010). However, internal consistency is a widely used 

reliability measure that assesses the consistency among the multiple constructs used in 

measuring a variable. Different measures are used to assess internal consistency as 

briefly explained below, i.e., Cronbach’s alpha, indicator reliability, and composite 

reliability (Field, 2009). Internal consistency of each measure was measured with 

Cronbach’s alpha reliability coefficient. Fornell and Larcker (1981), as well as Hair et 

al.’s (2006) suggestions, are taken to measure the reliability of the constructs. Also, 

composite reliability was used to measure the construct reliability by assessing the 
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association of the construct with its assigned items. Cronbach’s alpha greater than the 

suggested value 0.6 (Cronbach, 1951) and composite reliability larger than the 

recommended value 0.7 (Nunally and Bernstein, 1994) in Table 4.12 indicates that the 

internal consistency has acceptable reliability.  

4.7.3 Indicator Reliability  

Standardised loadings of the indicators or correlations test amongst the measures, and 

their constructs are used to assess the reliability of an indicator or observed variable 

(Hulland et al., 1996; Hair et al., 2012). Indicator reliability considers the correlation of 

an observed variable and a latent variable. Hulland et al. (1996) suggest loadings of 0.4 

and above for assessing indicator reliability. The indicators with lower loadings were 

deleted. The factor loading used for this study ranged between 0.411 and 0.895, which 

fulfilled the requirement of the psychometric reliability test (Henseler et al., 2009). The 

Table in Appendix D presents the deleted items.  

4.7.4 Cronbach’s Alpha 

Another widely used measure of scale reliability (Field, 2009) is Cronbach’s alpha. 

Multiple-measures of a construct can be assessed with this; its lower limit is 0.7 as 

agreed by researchers, while 0.6 is acceptable in exploratory research (Hair, 2010). 

However, researchers highlight two main issues with Cronbach’s alpha, the sensitivity 

of the number of items in the scale and that all items are assumed equally reliable (Hair 

et al., 2012). Therefore, in this study, along with Cronbach’s alpha, the composite 

reliability assessment is also performed. Greater than 0.7 Cronbach’s alpha in Table 

4.12 shows the reliability of all the constructs.  

4.7.5 Composite Reliability 

Froner and Larcker in 1981 developed composite reliability for assessing the reliability 

of a construct which comprises a number of items (Hulland et al., 1996). Composite 

reliability assumes indicators not equally reliable, as contrary to Cronbach’s alpha, 

which makes it more appropriate to SEM-PLS (Hair et al., 2011). Table 4.12 presents 

the composite reliability of the constructs; a value greater than 0.7 indicates the 

reliability of the constructs. 

4.7.6 Assessing Construct Validity 

After identifying the construct based on theoretical foundations, the construct validity is 

assessed by assessing the construct reliability and dimensionality (Hair, 2010). Field 
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(2009, p.11) states that it is “whether an instrument measures what it set out to 

measure”, convergent validity and discriminant validity are two methods of construct 

validity assessments (Hair, 2010), presented as follows: 

Convergent Validity 

According to Hair (2010), convergent validity examines the correlation of two measures 

from the same concept. Examining the convergent validity is considered an important 

procedure. When multiple indicators are used in measuring the construct “the 

researcher should be concerned not only with individual indicator reliability but also 

with the extent to which the measures demonstrate convergent validity” (Hulland, 1999, 

p.199). Convergent validity is assessed by using average variance extracted (AVE), 0.5 

degree of AVE indicating a satisfactory level of convergent validity. An AVE degree of 

≤ 0.5 shows that the construct variance is larger than the variance result from 

measurement error (Fornell and Larcker, 1981). Table 4.13 depicts that extracted AVE 

for each construct was greater than the suggested value 0.5 (50%) (Fornell and Larcker, 

1981), also showing the capability of each construct to explain its measuring items 

above half of the variance on average.  

Constructs Cronbach’s 

Alpha 

Composite 

Reliability 

AVE 

Moral hazards  0.715 0.789 0.535 

Goal conflict  0.755 0.865 0.689 

Information 

asymmetry 
0.740 0.835 

0.644 

Information sharing 0.783 0.826 0.661 

Trust 0.732 0.787 0.692 

Incentives 0.769 0.884 0.755 

CSR practices 0.735 0.804 0.662 

Commitment 0.780 0.785 0.556 

Compliance 0.812 0.841 0.550 

Table 4.12: Convergent Validity 
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Discriminant Validity 

Discriminant validity assesses measures of each construct to ensure they are 

appropriately distinct from the measures of other constructs (Hair, 2010). There are two 

techniques to measure the discriminant validity, i.e., Fornell-Larcker’ and the cross-

loading technique. Fornell and Larcker (1981) unveiled a technique for assessing the 

discriminant validity of two or more constructs, which is based on comparing the AVE 

(with the square of the coefficient of correlation) of each construct between the 

construct itself or with other constructs (Croteau and Bergeron, 2001). 

Alternatively, discriminant validity can be assessed by comparing the correlation 

among all other constructs with the square-root of AVE of all constructs (Davis et al., 

2009). For this study, discriminant validity was assessed through the square root of 

AVE and the Fornell-Larcker technique by developing the construct correlation matrix 

in PLS. Table 4.13 depicts that all the square-root of AVEs for the constructs is higher 

than the correlation between each construct in the same row or column and with one 

another. Hence, there is an acceptable level of discriminant validity for all constructs of 

this study.  
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Commitmen

t 
0.745

a
                 

Compliance 0.550 0.741               

CSR 

Practices 
0.556 0.419 0.662             

Goal 

conflict 
0.691 0.422 0.442 0.830           

Information 

asymmetry 
0.612 0.247 0.241 0.469 0.802         

Information 

sharing 
0.708 0.222 0.310 0.572 0.416 0.813       

Incentives 0.730 0.289 0.434 0.484 0.205 0.345 0.868     

Moral 

hazards 
0.719 0.264 0.313 0.405 0.398 0.218 0.271 0.731   

Trust  0.729 0.212 0.293 0.320 0.224 0.252 0.137 0.320 0.831 

Table 4.13: Square Root of AVE and Correlation Matrix of Study Constructs 

a: Values in bold along diagonal represent the square root of AVE  

 

4.7.7 Cross-Loading 

The second technique is cross-loading, which requires the loadings of all indicators 

(used in the construct for assessment) should be higher than other items of the model 

(Chin and Dibbern, 2010). Cross-loadings are checked through the correlation matrix 

formulated among the constructs and their indicators by using PLS loadings or the 

correlation of all the measures to their constructs along with loading to other constructs. 

The higher loading of the construct with its own indicator(s) rather than with any other 

construct’s indicator(s) indicates satisfactory discriminant validity. For this study, the 

loadings of items on their own latent constructs are above the loading of the items on 

other latent constructs. For example, the loading of MH10 on Moral hazards is 0.868, 



 

128 

 

while loading on other constructs ranged from 0.169 (for information sharing) to 0.323 

(for goal conflicts). The complete Table of cross-loadings is attached in Appendix C. 

4.8 Structural Model Evaluation and Hypotheses Testing 

After the evaluation of the measurement model, having evidence of reliability and 

validity of the measure, the next step is to evaluate the structural model. PLS is 

considered as efficient in explaining variance along with evaluating the significance of 

all paths’ coefficients. Hair et al. (2012) suggest PLS-SEM for evaluating the inner 

model by using non-parametric evaluation criteria. The structural model is assessed in 

PLS by using coefficients of determination (R
2
), path coefficients and predictive 

relevance (Q
2
); furthermore, a re-sampling method such as bootstrapping is used to 

examine the significance of path coefficient estimates (Chin, 2010). 

In this study, the research model comprises of nine latent variables analysed in order to 

capture estimation of their scores by using an appropriate method. The estimate 

loadings of the indicators and their weights (path coefficients) were estimated by using 

the PLS algorithm. Then bootstrapping with a 500 re-sampling procedure was applied 

for evaluating the strength of the structural model (Chin, 2010). The results are 

discussed in the following. 

4.8.1 Coefficient of Determination (R-Square) 

According to Chin (2010), the coefficient of determination (R
2
) of a dependent 

(endogenous) construct is a predictive power that is used to assess the structural model, 

and usually, it is the first value to assess. The value of R
2
 in PLS indicates the 

proportion of total variance of the variables which is explained by the model (Hair, 

2010). Tabachnick and Fidell (2007) state that the R
2
 value depicts the correlation 

between independent and dependent variables. According to Chin (1998), the value of 

R
2
 depends upon the number of measuring an independent variable(s), highest value R

2 

produced by the highest number of independent variable(s) and vice versa. 

Furthermore, a model having a value of R
2 

0.67 is considered as substantial, 0.33 as 

moderate and 0.19 as weak (Chin, 1998).  

The Table 4.14 indicates the results: commitment shared highest variance (R
2
= 0.441, 

44%) followed by compliance (CESFS) (R
2 

= 0.307 or 30%). Therefore, the model is 

considered as moderately fit following the criterion of Chin (2010) 
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Constructs R
2
 Redundancy Communality 

Moral hazards   0.610 

Goal conflicts   0.743 

Information 

asymmetry 
  0.707 

Information sharing   0.780 

Trust   0.752 

Incentives   0.684 

CSR practices   0.748 

Commitment 0.441 0.117 0.736 

Compliance 0.307 0.074 0.629 

Table 4.14: Summary of R
2
, Redundancy, and Communality 

4.8.2 Path Coefficient 

According to Hair et al. (2011), in PLS an individual path coefficient can be described 

as standardised beta coefficients of OLS regressions. Tabachnick and Fidell (2007, 

p.131) state that the standardised regression coefficient (β) “is the regression coefficient 

that would be applied to the standardised X (independent variable) value – the z-score 

of the X value – to predict standardised Y (dependent variable)”. In other words, within 

the endogenous variable, it is the estimated change for exogenous variables’ unit 

change (Hair, 2010). This represents the type of relationships between the independent 

and dependent variables along with its strength (Tabachnick and Fidell, 2007). The sign 

indicates the negative or positive relationship between the two constructs, while the 

value of regression coefficient depicts the degree of association between the exogenous 

and endogenous variables which indicates the significance of the regression coefficient 

statistically (Hair, 2010).  

The p-value is used for each coefficient as a proposed relationship between the 

variables in order to assess the significance of path coefficients. In PLS-SEM the non-

parametric technique should be used for reporting the significance of the path 

coefficient; bootstrapping and Jackknifing are known as two common approaches in 

PLS analysis. The bootstrapping approach is used for assessing the significance of a 

path coefficient for this study. Chin introduced it in 1998; he defines bootstrapping as a 

non-parametric approach that performs estimation for the precision of PLS estimates: 

“N sample sets are created in order to obtain estimates for each parameter in the PLS-

SEM model” (Chin, 2010, p.675). 
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The results presented graphically in figure 5.1 of the paths towards dependent variable 

CESFS (compliance) revealed that EOC, GC, IA, ISH, IS, TR and CSR were 

significant, while MH was insignificant. The highly significant path was between EOC 

and CESFS (β=0.554 or 55%), and the least significant was between MH and EOC 

(β=0.092 or 9%). Therefore, the hypotheses H2, H3, H4, H5, H6 H7, and H8 were 

supported, while H1 was unsupported, as summarised in Table 4.15. 

H. 

No 

Path Relationship Path 

coefficient 

 

Supported/ 

Not supported 

H1 Moral hazards have a negative relationship with 

the employees’ organisational commitment 

0.092 

 

Not supported 

H2 Goal conflict has a negative relationship with the 

employees’ organisational commitment 

0.230** 

 

Supported 

H3 Information asymmetry has a negative 

relationship with the employees’ organisational 

commitment 

0.259** 

 

Supported 

H4 Information sharing has a positive relationship 

with the employees’ organisational commitment 

0.197* 

 

Supported 

H5 Trust has a positive relationship with the 

employees’ organisational commitment 

0.239** 

 

Supported  

H6 Incentives have a positive relationship with the 

employee's organisational commitment 

0.227** Supported 

H7 CSR practices have a positive relationship with 

the employees’ organisational commitment 

0.322*** 

 

Supported 

H8 Employees’ organisational commitment has a 

positive relationship with sustainability 

compliance 

0.554*** 

 

Supported 

Table 4.15: Structural Relations and Path Significance 

 

4.8.3 Prediction Relevance (Q
2
), CV-Communality (H

2
), CV-Redundancy (F

2
):  

Prediction relevance (Q
2
) is the predictive capability of the model in which the model 

itself reproduces the observed values and its estimating parameters. The Stone-Geisser 

(Geisser, 1974; Stone, 1974) criterion is used to compute Q
2
, which emphasises the 

model’s ability to predict the measurement items of a latent variable (dependent 

variable). Chin (1998) further added that the criterion of the Q
2
 assesses the cross-

validation of the model, which is also known as the sample re-use method. The model is 

considered to have relevance if Q
2
 is larger than zero (Fornell and Cha, 1994).  

There are two kinds of predictive relevance in PLS to estimate the measurement model, 

cv-communality (H
2
) and cv-redundancy (F

2
). Cv-communality calculates the 
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measurement model’s ability to assess the path model (Tenenhaus et al., 2005). Items of 

the latent variable block (Ibid) are used for prediction of measuring items. Chin (1998) 

stated that cv-communality is achieved if the prediction of omitted data depicted in the 

measuring variable block comprising of the latent variable. “While the capability of the 

path model is measured in cv-redundancy, which indirectly predicts the endogenous 

measuring items from the prediction of the own latent variable by using the structural 

relation through cross-validation” (Tenenhaus et al., 2005: p.181), the quality of the 

structural model is measured by cv-redundancy, as contrary to cv-communality, in 

order to measure the measurement model (ibid.).  

In the study, the ‘blindfolding’ procedure was used to compute predictive validity, Q
2
, 

H
2
, and F

2
. The blindfolding procedure systematically removes some data of the 

particular block from the sample and treats it as missing data (Götz et al., 2010). Then 

the block of missing data is included in the estimation process by ignoring other parts of 

the data, and the estimation process is continuously repeated until every data point is 

omitted and estimated; furthermore, omission and estimation depend on the omission 

distance (D) (Chin, 1998). Researchers recommend various omission distances: 

Bookstein (1982) recommends omission distance according to the indicators and cases; 

whereas Chin (1998) suggests omission distance between 5 and 10. In this study, the 

blindfolding process carried out with D = 7, following the suggestion of Chin (1998) to 

calculate cross-validity communality and cross-validity redundancy. Table 4.16 

indicates the study’s model has predictive relevance by highlighting all the constructs in 

positive Q
2 

results for all the constructs (for both communality and redundancy).  
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a
 Value Acceptable Value 

Predictive relevance Q
2 

  

 

 

0.074 

0.117 

 

0.610 

0.743 

0.707 

0.780 

0.752 

0.684 

0.748 

0.736 

0.629 

Larger than zero 

(Fornell and Cha, 1994; Götz et al. 

2010) cv-redundancy (F
2) 

Compliance 

Commitment 

cv-communality (H
2) 

Moral hazards 

Goal conflicts 

Information asymmetry 

Information sharing 

Trust 

Incentives 

CSR Practices 

Commitment 

Compliance 

Goodness of fit (GoF) 0.265 A higher value between 0 and 1 

(Tenenhaus et al. 2005) 

Coefficient of determination (R
2
) 

compliance 

commitment 

 

 

0.307 

0.441 

Value 0.67, 0.33, 0.19 substantial, 

moderate and weak, respectively 

(Chin, 1998) 

Table 4.16 Predictive Relevance for the Model 
a
 Bold indicates that construct has positive Q

2 
result 

4.8.4 Goodness-of-Fit Index (GoF) 

Following the effect size of path estimation and predictive relevance capability test, the 

next step is to assess the overall model fit. Unlike global scalar functions in CBSEM 

(AMOS and LISREL) such as chi-square (X
2
) that lead to measure validity and fitting 

of the model (Chin, 1998), PLS assesses the model through the criterion of the 

goodness-of-fit (GOF) index; that is the average of R
2
 (the variance explained in the 

dependent variable) and geometric mean of average communality (i.e., measurement 

model or outer model). “In GoF, the higher value between 0 and 1 is considered as 

better path model estimation” (Henseler et al., 2009, p.310). The GoF of this study 

model was 0.265 (26%), which can be accepted at a moderate level (Chin, 1998). The 

values of Q
2
, H

2,
 and F

2
 for the research model are presented in Table 4.16. 

4.9 Conclusion  

As mentioned in Chapter three, the purpose of the current study is to develop a 

structural model of sustainability compliance. The conceptual model is developed in 
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Chapter three and is evaluated in this Chapter. Assessment and testing of the proposed 

model were performed with a two-step approach using SEM. In the first step, as an 

evaluation of the measurement model, construct, and item reliability, discriminant 

validity, and convergent validity were assessed. The results revealed that the constructs 

with underlying measuring items fitted well within the model. In the second step, the 

hypothetical relationships were examined by evaluating the structural model on the 

basis of the criterion of the model fittings R
2
 and GoF. The results suggest that the 

model was fitted with the data at a moderate level. Out of 8 paths representing 8 

hypotheses, 7 were supported, and 1 was unsupported. Also, the Stone-Geisser based 

predictive relevance criterion for path significance was satisfied. The next Chapter 

discusses the results in detail.  
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Chapter 5 

Discussion 

 

5.1 Introduction  

In the previous Chapter, the conceptual model was assessed with a two-step approach, 

and hypothetical relationships were examined by evaluating the structural model by 

using PLS-SEM. The results indicate that the model was fitted at a moderate level and 7 

hypotheses were supported while one was unsupported. In alignment with the findings 

presented in the previous Chapter, this Chapter discusses the relationships proposed in 

the conceptual model with possible justifications for their significance or otherwise in 

view of the relevant literature and research.  

This Chapter consists of 11 sections. Section 5.2 discusses the results of the hypothesis, 

relating to moral hazards and employees’ organisational commitment; section 5.3 the 

hypothesis, relating to goal conflicts and employees’ organisational commitment; 

section 5.4 the hypothesis, relating to information asymmetry and employees’ 

organisational commitment; section 5.5 the hypothesis, relating to information sharing 

and employees’ organisational commitment. Section 5.6 presents the hypothesis, 

relating to trust and employees’ organisational commitment; section 5.7 the hypothesis, 

relating to incentives and employees’ organisational commitment; section 5.8 the 

hypothesis, relating to CSR practices and compliance with environmental strategy; 

section 5.9 the hypothesis, relating to employees’ organisational commitment and 

compliance with environmental strategy. Section 5.10 presents results of research 

model and the section 5.11 concludes this Chapter. 

5.2 Moral Hazards and Employees’ Organisational Commitment  

The results indicate that the proposed negative relationship between moral hazards and 

employees’ organisational commitment (H1) has not been supported (β=0.092; 

p=0.143); Table 5.1 presents the hypotheses results. The results do not emphasise the 

view that suggested aspects of moral hazards, hygiene food handling, employees’ 

environmental concern, workload pressure, job satisfaction, and work environment have 

a negative impact on employees’ organisational commitment. Although moral hazards 

are composed of five attributes in this study that influence employees’ organisational 

commitment, a significant amount of literature suggests that job satisfaction helps 
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employees’ organisational commitment flourish and thrive. The result is consistent with 

previous literature that suggests a strong link between job satisfaction and commitment 

(Le et al., 2009). Research study results of Kim (2005) revealed a positive effect of job 

satisfaction on organisational commitment. Redfern et al. (2002) findings also 

suggested a positive correlation between job satisfaction and employees’ organisational 

commitment. Ingersoll et al. (2002) study revealed a positive relationship between job 

satisfaction and organisational commitment. Study results of Lee et al. (2009) indicate 

that the more satisfied employees are, the more committed to their organisation they 

are. In other words, they found a strong positive relationship between job satisfaction 

and employees’ organisational commitment. 

Zehir et al. (2011) examined the relationship between employees’ behaviour and 

commitment of 626 employees of national and multinational companies in Turkey. 

Their study results revealed a strong positive link between employees’ job satisfaction 

and employees’ organisational commitment. 

A possible explanation of the non-significant relationship between moral hazards and 

employees’ organisational commitment is that the literature on job satisfaction and 

organisational commitment suggests job satisfaction as the predictor of organisational 

commitment or vice versa (Srivastava, 2013). Some researchers have taken job 

satisfaction as a predictor of organisational commitment (Rose, 1992). Slattery and 

Selvarajan (2005) examined the relationship between job satisfaction and organisational 

commitment; they found a positive relationship. Some other researchers such as Farkas 

and Tetrick (1989); Lance (1991) and Ineson et al. (2013) directly focused on causal 

relationship testing between job satisfaction and organisational commitment. While 

Pettijohn et al. (2000) and Yin-Fah et al. (2010) examined the association between 

organisational commitment and job satisfaction, their study results also found a positive 

association between organisational commitment and job satisfaction.  

Furthermore, it is believed that employees’ engagement is indispensable for attaining 

organisational objectives (Duberley and Walley 1995). The organisations pursue 

becoming more professional and grow by embedding environmental practices in their 

operations. Therefore, it is increasingly essential to them to shift from an earlier 

reliance on employees’ commitment to professional experience (Davies and Crane, 

2010). Jenkins (2006) suggests engaging and developing buy-in from employees to 
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ensure environmental sustainability compliance. Turban and Greening (1997) state that 

high-quality employees’ are anticipated to engage more with environmental initiatives. 

Further discussion and possible explanations of moral hazards aspects are as follows. 

The aspects of the moral hazards construct are discussed as follows: 

5.2.1 Hygiene Food Handling 

Several studies examined approaches to predicting behaviour for compliance with 

hygiene practices; such studies highlight that the organisational food safety culture 

influences over 40% of the behaviours of individuals (Clayton and Griffith, 2008). 

According to Griffith et al. (2010), various psychological and situational factors 

influence the food safety environment of a business, including availability and 

accessibility of hygiene equipment and hand wash basins; also they emphasise on the 

appropriate numbers of colleagues to comply with the necessary food safety practices 

(Clayton and Griffith, 2008). In other words, the availability of adequate facilities 

supports compliance with food safety practices, while its absence makes food safety 

strategy void (Griffith et al., 2010). For this study, the results of hygiene food handling 

are provided in Figure 5.1.  

Review of the literature suggests that equipment accessibility influences environmental 

practices; physical arrangements of provisions can be indispensable in persuading 

employee behaviour (Young et al., 2015). Holland et al. (2006) witnessed a change in 

employees’ habitual behaviour towards recycling in their study by installing facilities 

and situational cues; they call it conscious planning. They described that ‘when, where 

and how’ (conscious planning) improved employees’ recycling habits take place. Their 

results are supported by Wu et al. (2013) study which developed the idea of a 

sustainable building with recycling facilities which improved behaviour. 

5.2.2 Employees’ Environmental Concern 

According to Tudor et al. (2007) the important influencing factors on employees’ 

recycling behaviours are related to organisational factors including top management 

support and the employee attitude. Tudor suggests targeting both factors in order to 

improve employee recycling behaviour. Young et al. (2015) state that organisational 

factors play a significant role in employees’ behaviour when they deal with 

environmental sustainability. The involvement of top management and their ability to 

articulate the importance of environmental sustainability is essential. Strong belief and 
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obligation of the top management in environmental sustainability sets an example and 

motivates employees (Cairns et al., 2010). Employees are more likely to follow the 

organisational environmental sustainability strategy when they get sufficient support 

from the top management (Schwartz et al., 2010). The results for employees’ 

organisational commitment are presented in the research model (Figure 5.1). 

At an individual level, environmental awareness and knowledge of the employees are 

essential in understanding the potential impact of organisational environmental strategy, 

and also vital for their responsibilities that help them with compliance. The knowledge 

includes recycling methods, recycling materials, and disposable processes (Boiral, 

2005). Tudor et al. (2008) study revealed that employees with knowledge and 

awareness of organisational environmental strategy were more likely to comply with 

sustainability. Jones et al. (2012) found that a combination of training and posters 

increased awareness and recycling behaviour among construction workers.  

5.2.3 Workload Pressure 

The Figure 5.1 research model presents the results for workload pressure; workload 

refers to the amount of work allocated to an employee. Employees are expected to deal 

with a variety of workplace demands on a regular basis. The workplace influence on 

employees’ performance is extensively explored in organisational culture 

(Guldenmund, 2000). Organisational culture is an important aspect that influences 

employees’ perceptions which contribute to developing an organisational culture. 

Young et al. (2015) explain further that an organisation’s environmental 

communication can influence employee behaviour and develop a culture. They 

emphasise the quality and frequency of the communication as employees might have 

either a misperception about the organisational environmental strategy or sometimes 

they might be unaware of the organisation’s environmental sustainability. 

Environmental communication can contribute to organisational culture, which 

motivates employees to comply with environmental sustainability (Onkila, 2015).  

Abidin et al. (2013) examined the influencing factors on following food safety for 311 

employees’ working in commercial and non-commercial food services. In their study 

findings, organisational culture emerged as a significant factor in motivating employees 

to follow safe food handling. Their study suggests that organisations would benefit 



 

138 

 

from the implementation of food safety in their operations by providing the required 

resources.  

Tokuç et al. (2009) found that employees’ hygiene knowledge and attitudes were the 

influencing factors in following food hygiene when they examined food hygiene in 

hospitals in Turkey. In their study, the respondents believed that safe food handling is 

an essential part of their job and they were keen to have more knowledge about food 

hygiene. All the employees agreed on the use of gloves, masks, and caps in order to 

reduce the risk of food contamination. Also, washing hands before handling food was a 

common practice for 94.5% of them. They mentioned that improper storage of food and 

not monitoring the temperature might be hazardous to health and risk contamination. 

Furthermore, 97.3% of the respondents stated that they wash their hands before and 

after handling raw foods, while 93.2% for unwrapped food and 93.2% before handling 

unwrapped cooked foods.  

Abdul-Mutalib et al. (2012) studied 64 food handlers working in restaurants in 

Malaysia; their study revealed that food safety knowledge and attitude lead to good 

practice measures. Almost 77 per cent of the respondents were following food hygiene 

practices due to their excellent knowledge and attitude. Additionally, results showed 

satisfactory levels of hygiene measures such as handling frozen food items and clean 

working area. 

5.2.4 Job Satisfaction 

Job satisfaction refers to general feelings about the job or its association with several 

aspects of the job (Spector, 1997; Alegre et al., 2016). Locke (1976) explained job 

satisfaction as a pleasurable or positive emotional state resulting from the appraisal of 

one’s job or job experience. It reflects general emotions and opinions of the employees 

about their workplace and job. In other words, job satisfaction indicates the level at 

which employees’ needs and expectations are satisfied in the job (Togia et al., 2004). 

For this study, results for job satisfaction are presented in Figure 5.1. 

Several theories explain employee job satisfaction in the literature, such as Herzberg’s 

(1966) motivation-hygiene theory. This defined distinct factors that create job 

satisfaction, called motivators, that comprise recognition, achievement, and 

advancement and the hygiene factors including salary, working conditions, and 

interpersonal relations, that lead to job satisfaction.  
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Allen and Grisaffe (2001) linked employee job satisfaction to loyalty by defining 

loyalty as a psychological state that creates a bond of relationship with the organisation 

for work and their decision to stay with the organisation. Turkyilmaz et al. (2011) 

examined 220 public sector employees in Turkey; their study results found a strong 

relationship between employee organisational loyalty and job satisfaction.  

5.2.5 Work Environment 

Ample previous research such as Ashford (1988); Dutton et al. (1994) and Balmer et al. 

(2001) highlight the significance of the organisation in developing employees’ work 

attitude. This research suggests that employees will be proud to identify with a highly 

esteemed organisation and better working environment; subsequently, their work 

attitude will be favourable and aligned with their organisation (Dutton et al., 1994). 

Employees’ sensitivity towards their organisations about ethics and social 

responsiveness plays an important role in motivating and engaging them in attaining 

organisational goals (Lin et al., 2009). The results of the work environment for this 

study are presented in Figure 5.1.  

Organisational culture is an important aspect that influences employee perception that 

contributes to developing the organisational culture. Young et al. (2015) explain further 

that an organisation’s environmental communication can influence employee behaviour 

and develop a culture. They emphasise the quality and frequency of the communication 

as employees might have either a misperception about the organisational environmental 

strategy or sometimes they might be unaware of the organisation’s environmental 

sustainability. Environmental communication can contribute to an organisational 

culture that motivates employees to comply with environmental sustainability (Onkila, 

2015). 

5.3 Goal Conflict and Employees’ Organisational Commitment 

The results indicate that the proposed negative relationship between goal conflict and 

employees’ organisational commitment (H2) has been supported (β=0.230; p<0.01); 

Table 5.1 presents the hypotheses results. The results emphasise the view that suggested 

aspects of goal conflict have a negative impact on the employees’ organisational 

commitment. The result of this study is consistent with the findings of prior research. 

The aspects of goal conflicts construct are discussed as follows: 
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5.3.1 Employees Support for Organisation’s Environmental Commitment 

Lack of environmental knowledge could be the cause of not supporting organisational 

environmental strategy (Chan, 2011). Several studies examined food handlers’ 

behaviour of not implementing hygiene practices (Clayton and Griffith, 2008). Murat 

Bas (2006) examined hygiene knowledge of food handlers in Turkey, where he found 

disappointing results – that the food handlers were unaware of basic food hygiene. 

Correspondingly, Pilling et al. (2008) believe that poor practices regarding food 

handling are an outcome of employees’ non-compliance. A possible explanation of the 

significant negative relationship between goal conflict and commitment is the lack of a 

clearly defined food safety culture. Consistent with the literature, the findings of this 

study suggest a negative influence on employees’ support for the organisation’s 

environmental commitment. It may be due to the lack of employees’ understanding 

about the food safety culture; this can be improved through a better communication 

strategy between the principal and the agent (Zeffane et al., 2011). For this study, the 

results for employees support for the organisation’s environmental commitment are 

presented in Figure 5.1.  

5.3.2 Intend to Follow Food Safety Practices 

Following the development of a comprehensive food safety communication system, 

food safety performance is assessed within a set of standards with the concept of 

accountability. Consequently, food safety performance is appraised by rewards, 

recognition, and appreciation (Griffith et al., 2010). More likely, employees who 

receive appropriate praise and appreciation act hygienically; also they engage with 

colleagues in hygienic food handling (Roth and Clifton, 2004; Griffith et al., 2010).  

Findings of the current study (see figure 5.1) suggest a negative influence on Tesco and 

Sainsbury’s employees’ intentions to follow food safety practices. Presslee et al. (2013) 

suggest rewards and appreciation for enhancing employees’ organisational 

commitment, lead to the intention to follow food handling and food safety practices.  

5.3.3 Support to Organisational Goal 

Lack of a food safety culture more likely is the consequence of inappropriate leadership 

and management or lack of effort, where any attempt to improve safety from 

individuals become less likely useful (Clayton and Griffith, 2008). Increased interest in 

the concept of safety culture has been seen in many industries around the world as a 
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means of reducing manifold potential threats (Cooper, 2007), while mostly ignored in 

the food industry (Griffith et al., 2010).  

Friendly leadership and management are necessary for achieving organisational goals 

(Alamsjah, 2011). The results for support to organisational goals presented in research 

model Figure 5.1 indicate that unhelpful leadership of the employees does not support 

achieving the organisational goals in the perspective of Tesco and Sainsbury’s.  

5.3.4 Reluctance to Change and Work Schedule 

The data analysis in this study has revealed that the implementation of hygiene actions 

was not associated with the intensity of activity (Storr and Clayton-Kent, 2004). This 

indicates a lack of time may be perceived as a significant obstacle to the food handlers. 

Hygiene practices were not assigned to the available amount of time. It is worth noting 

that due to the sequence of practices in food retailers, a large number of hygiene actions 

are essentially required. Consistently, hygiene practices cannot be distinguished and 

lack of time becomes the constraining factor for the employees (Clayton and 

Griffith,2008).  

Findings in the current study presented in Figure 5.1 suggest that excessive workload 

within the limited time frame of Tesco and Sainsbury’s employees was a hindrance in 

compliance towards achieving the organisational goals. Undoubtedly, a facilitative 

work environment can attract the employees as their needs are likely to be satisfied and 

enhance their level of commitment that ultimately leads to a favourable outcome 

(Hanaysha, 2016).  

5.4 Information Asymmetry and Employees’ Organisational Commitment 

The results indicate that the proposed negative relationship between information 

asymmetry and employees’ organisational commitment (H3) has been supported 

(β=0.259; p<0.05); Table 5.1 presents the hypotheses results. The result of this study is 

consistent with the finding of Chong and Eggleton (2007) who confirmed that the 

employees with high levels of information asymmetry would have a lower 

organisational commitment. One possible explanation of a significant negative 

relationship between information asymmetry and employees’ organisational 

commitment is that like other organisation in the retail environment; employee turnover 

is a critical factor. The aspects of information asymmetry construct are discussed as 

follows: 
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5.4.1 Food Safety 

Employees’ attitude formation is based on the accurate information which leads to 

desired behaviour (Ball et al., 2009). Food safety knowledge is critical for the food 

handlers for attempting and improving food safety and hygiene practices. However, it is 

believed that knowledge alone is not sufficient (Luu et al., 2017). Extant studies have 

found food handlers are not implementing appropriate food safety practices despite 

having the requisite food safety knowledge (Clayton et al., 2002; Subratty et al., 2004). 

The research study of Subratty et al. (2004) found that the food handlers were not 

applying their knowledge into practice despite knowing the hygiene conditions. 

Similarly, Clayton et al. (2002) study found 63 per cent of their respondents admitted 

not to implement the appropriate food handling practices that they knew were adequate. 

Hence, the findings of this study suggest that information asymmetry prevails in Tesco 

and Sainsbury’s which limits employees’ organisational commitment; see research 

model Figure 5.1 for the results of this study.  

5.4.2 Temperature Management for Food Quality 

Food storage for domestic, retail and distribution purposes is considered a challenging 

area to handle as the conditions during various stages of food handling are out of the 

direct control of the manufacturer or retailers (Koutsoumanis and Gougouli, 2015). 

Temperature management for food safety is an essential factor for prolonging and 

maintaining the shelf life of perishables. One of the most commonly used methods to 

maintain the temperature of such foods is refrigeration that slows down the bacteria 

growth leading to food deterioration. The appropriate control and temperature 

management are significant to deliver perishables to the customers with the best 

possible quality to consume (Aung and Chang, 2014). They considered food storage as 

a weaker link in food safety management.  

If food handlers in retail stores, such as Tesco and Sainsbury’s are not trained or aware 

of suitable food handling techniques such as temperature control, there will be an 

asymmetric relationship between employees’ behaviour towards the temperature 

management and the food quality. Accordingly, results of the research model (Figure 

5.1) indicate employees’ behaviour of not maintaining the temperature in Tesco and 

Sainsbury’s which is due to information asymmetry. 
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5.4.3 Employee Turnover 

A high level of turnover can jeopardise organisations’ efficiencies, as a new employee 

who joins the organisation with limited knowledge and experience needs training for 

better customer service and to attain organisational goals. Therefore, there is a direct 

link between higher employees’ motivation and lower employees’ turnover rate 

commitment (Peterson, 2004). Likewise, Perryer et al. (2010) study suggests a 

significant relationship between employee turnover intention and organisational 

commitment. Consistently, the results of the current study confirmed an asymmetric 

relationship of employees’ turnover with commitment; see Figure 5.1 for the result of 

employee turnover. 

5.4.4 Environmental Orientation and Pro-Environmental Behaviour of 

Employees’  

Meyer and Smith (2000) suggest human resource management practices in order to 

develop and manage commitment, should in particular focus on the key factors such as 

recruitment, promotion, and compensation. Furthermore, they trickle down and 

highlight recruitment, assessment and benefits practices as a tool to develop employees’ 

organisational commitment. Following the suggestion of Meyer and Smith, it can be 

assumed that career goal progress is related to commitment; therefore during the 

recruitment, selection and placement processes, the managers are required to consider 

employee career goals. Findings of this research study have added that placing the 

‘right person in the right place’ reflecting the employee career goals. By following a 

refined recruitment process, this study also suggests forming a reward, incentive and 

monitoring system that identifies the worth and contribution of employees to the 

organisation. Consequently, the employees who are engaged through incentives, 

appraisals and appreciations align more with organisational goals and find it harder to 

leave due to an established bond of association with their organisation (O'Reilly et al., 

1991; Fitzsimmons and Stamper, 2014). Similarly, the results in this research model for 

the current study (Figure 5.1) indicate an asymmetric relationship of environmental 

orientation and pro-environmental behaviour of employees with the commitment. 

5.5 Information Sharing and Employees’ Organisational Commitment 

The results indicate that the proposed positive relationship between information sharing 

and employees’ organisational commitment (H4) has been supported (β=0.197; 

p<0.01); Table 5.1 presents the hypotheses results. The result emphasises the view that 
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suggested information sharing has a positive influence on employees’ organisational 

commitment. These results are consistent with the findings of previous research: prior 

research suggests a positive link of information sharing with financial performance 

(Morishima, 1991; Gibson et al., 2007), perceived performance (McHugh et al., 2005; 

Dahlgaard-Park, 2012) and employees’ commitment (Dahlgaard-Park, 2012). Likewise, 

Van Vuuren et al. (2007) study results revealed that information sharing has a 

significant effect on employees’ organisational commitment. Also, Bambacas and 

Patrickson (2008) examined how communication affects employees’ organisational 

commitment. Information sharing is a step in which a company shares its policies, 

goals, and plans with the employees (Lawler, 2000).  

Zeffane et al. (2011) believe that employees’ commitment does not just happen; it can 

be enhanced with appropriate information sharing as they found a positive relationship 

of information sharing with commitment in their study. Furthermore, Nyaga et al. 

(2010) examined supply chain relationships in their study, and their results confirm a 

positive impact of information sharing on commitment. Mulvey et al. (2002) believe in 

the advantages of pay and performance information sharing with managers and 

employees. Furthermore, their findings indicate those employees’ value rewards more 

when they understand the pay and incentives processes, which lead to enhanced 

employees’ engagement and commitment. A significant amount of literature depicts the 

role of information sharing for enhancing employees’ organisational commitment 

(Nyaga et al., 2010). The aspects of information sharing construct are discussed as 

follows: 

5.5.1 Support to the Colleagues on Environmental Issues at Work 

Henry and Dietz (2012) state that information sharing among employees (colleagues) 

has significance in implementing environmental practices, consistently the results 

highlight the importance of information sharing that has a positive influence on 

employees’ organisational commitment. It was found that colleagues’ mutual support 

on environmental issues help in reducing these issues in the workplace, see Figure 5.1. 

5.5.2 Organisational Food and Safety Information Sharing 

Information about the strategic goals such as environmental strategy and food safety 

information is indispensable for employees’ organisational commitment (Daily and 

Huang, 2001). The findings of the study (Figure 5.1) suggest a positive relationship 
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between information sharing and employees’ commitment to follow organisational 

(Tesco and Sainsbury’s) food safety goals.  

5.5.3 Incentives Information 

Information about the incentives has been found an essential step for enhancing 

employees’ organisational commitment. Low awareness and poor understanding about 

the pay and incentives can be a reason for pay dissatisfaction, which subsequently leads 

to low commitment and employee turnover (Mulvey et al., 2002). The employees who 

know more about the incentives are more engaged with their work (Heneman et al., 

2002, p.21; Marasi and Bennett, 2016). The results of this research study have added 

that employees’ are more committed to following organisational goals at Tesco and 

Sainsbury’s if they are well informed about the incentives and rewards, see Figure 5.1 

6.5.4 Transparent Information with Quality and Speed 

There is a need to develop an appropriate communication policy based on a balanced 

blend of diverse approaches including formal and semi-formal approaches. A 

communication policy can develop a feeling of involvement and empowerment among 

employees, and consequently increase performance, productivity and reduced staff 

turnover and lead to employees’ organisational commitment (Griffith et al., 2010). The 

results of this study (see Figure 5.1) suggest that a transparent (clear) information 

communication strategy can enhance employees’ organisational commitment.  

5.6 Trust and Employees’ Organisational Commitment 

The results indicate that the proposed positive relationship between trust and employees 

organisational commitment (H5) has been supported (β=0.239; p<0.05); Table 5.1 

presents the hypotheses results. The study results emphasise the view that trust has a 

positive influence on employees’ organisational commitment. Literature and empirical 

research discuss the positive relationship of trust with employees’ organisational 

commitment. The aspects of the trust construct are discussed as follows: 

5.6.1 Food Handling and Safety 

Zeffane et al. (2011) examined the relationship of trust and employees’ organisational 

commitment of a medium size food processing organisation operating in Australia. 

They found a significant relationship of trust with the employees’ organisational 

commitment. Also, a significant effect of trust on organisational commitment was 
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found by researchers such as Hess and Story (2005). They found trust significantly 

contributes to commitment. Similarly, the findings of this study suggest that 

organisational support further develops employees’ trust. At Tesco and Sainsbury, a 

positive relationship was found between trust and employees’ organisational 

commitment to food handling; see Figure 5.1 results of the research model.  

5.6.2 Trust on Top Management and Line Managers  

Tan and Lim’s (2009) findings suggest that trust works as a binding force between the 

employees and their organisation that leads to organisational commitment; managers 

are one of the agents to build trust. The results of this study presented in figure 5.1 

suggest that Tesco and Sainsbury’s employees’ commitment increases with the trust 

level they have in their top management as well as in their line managers.  

5.6.3 Trust on Colleagues 

The researchers such as Wong and Sohal (2002), Kwon and Suh (2005) and Suh and 

Kwon (2006) have found a positive relationship between trust among various 

stakeholders with organisational commitment. The findings of this study (Figure 5.1) 

suggest that Tesco and Sainsbury’s employees’ commitment increases with the trust 

they have in their colleagues. 

5.6.4 Food Service Employees’ Knowledge and Behaviour 

Consistent with the results, the literature provides general support for positive 

relationships among training and commitment (Lee and Bruvold, 2003; Al Emadi and 

Marquardt, 2007). Several prior studies have examined the link between training and 

knowledge development of employees and their commitment. Naumann (1993) has 

found a positive link between training and commitment. Appropriate and effective 

training helps employees to develop professional behaviour and feel more satisfied as 

well as confident in their job; subsequently, they feel more gratified to stay with the 

organisation (Malhotra et al., 2007). Saks (1995) study confirmed that training 

increases the level of commitment and has a positive relationship between training and 

commitment. Correspondingly, Meyer et al. (2002) suggest a strong link between 

training a commitment. Consistently, Lee and Bruvold (2003) found a significant 

association between training and commitment.  

Career-related practices enhance employees’ psychological attachment to the 

organisation; it can be reasonably assumed that the employees interpret organisational 
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actions of investing in training and career development processes as indicative and feel 

indebted; consequently, the employees reciprocate with an increased level of trust 

(Gaertner and Nollen, 1989). Figure 5.1 results of the research model highlight a 

positive relationship that develops knowledge and behaviour among the employees of 

Tesco and Sainsbury’s. 

5.7 Incentives and Employees’ Organisational Commitment 

The results indicate that the proposed positive relationship between incentives and 

employees’ organisational commitment (H6) has been supported (β=0.227; p<0.05); 

Table 5.1 presents the hypotheses results. The study results emphasise the view that 

trust has a positive impact on employees’ organisational commitment. The result is 

consistent with prior research that profit-sharing schemes and employees’ ownership 

schemes increase organisational commitment (Malhotra et al., 2007). The aspects of the 

incentives construct are discussed as follows: 

5.7.1 Pay and Incentives  

Correspondingly, Malhotra et al. (2007) study results found a significant influence of 

incentives on commitment. Further empirical evidence provided by Allen and Meyer 

(1990) and the meta-analytic study findings of Mathieu and Zajac (1990) confirm the 

findings. Likewise, Sweins and Kalmi (2008) collected data from 753 employees in 30 

companies in different sectors to examine the influence of profit-sharing schemes. They 

found very positive effects of profit-sharing schemes on commitment. Prior studies such 

as Grover and Crooker (1995), Meyer and Smith (2000) and Haar and Spell (2004) 

examined the influence of fringe benefits on commitment; they found a significantly 

positive relationship with organisational commitment. The findings from the current 

study suggest that Tesco and Sainsbury’s employees’ commitment increases with 

incentives offered to them by their organisation, See Figure 5.1.  

5.7.2 Food Safety Training 

Al Emadi and Marquardt (2007) examined training and its impact on organisational 

commitment within the Middle Eastern business environment, where they found a 

strong positive relationship between training and commitment. Additionally, food 

handlers need to be aligned with food safety education and training. As Roberts et al. 

(2008) study results suggest, food safety training significantly impacts on employees’ 

food safety knowledge and behaviour. The results of this study presented in Figure 5.1 
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propose that food safety training given to the employees of Tesco and Sainsbury’s make 

a positive contribution towards employees’ achieving organisational goals.  

5.7.3 Employees’ Wellbeing  

Money is the primary incentive used to lure employees. High salaries are not necessary, 

but ‘good’ and ‘fair’ salaries indicated a resilient correlation with the intention to stay. 

In support of the statement, Kochanski and Ledford (2001) state that feelings about pay 

rises and the process used to accomplish them are more important than the actual level 

of pay. Employees are interested in understanding how the pay system works and how 

they can earn a pay increase (Tomlinson, 2002). It seems that salaries alone offer 

insufficient motivation for many retail employees; but incentives or monetary 

compensation such as bonuses, profit-sharing, fair staff discount, and performance 

remuneration provide a measure of performance feedback which is surely more 

effective. The findings of the current study presented in Figure 5.1 suggest that 

incentives play an important role in Tesco and Sainsbury’s employees’ organisational 

commitment. They relate incentives with their well-being, and there is a positive 

relationship between incentives and their job commitment.  

5.7.4 Organisation’s Environmental Ambitions 

Incentives and rewards play a significant role in developing and maintaining a balance 

between organisational goals (ambition) and employees commitment (Wang, 2004). It 

is believed that employees enhance their level of commitment when the organisation 

meets their expectation and fulfils important needs (Haar and Spell, 2004; Malhotra et 

al., 2007). Correspondingly, Coyle-Shapiro et al. (2002) suggest that employee 

commitment may be enhanced by adopting human resource management, i.e., profit-

sharing (p.427). Equally, Long (2000) and Heneman et al. (2002) recommend variable 

pay plans such as profit-sharing for improving the performance of the organisation, 

through increased employees’ organisational commitment. The results of this study 

presented in Figure 5.1 suggest a positive relationship between incentives and 

commitment towards the organisation’s goals (ambition). 

5.8 CSR Practices and Employees’ Organisational Commitment 

The results indicate that the proposed positive relationship between CSR practices and 

employees’ organisational commitment (H7) has been supported (β=0.322; p<0.01); 

Table 5.1 presents the hypotheses results. The result emphasises the view that suggested 
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CSR practices have a positive impact on employees’ organisational commitment. The 

aspects of CSR practices construct are discussed as follows: 

5.8.1 Top Management Environmental Commitment  

This study highlights the influence of Tesco and Sainsbury’s top management 

environmental commitment on employees to follow the organisational environmental 

goals. The result of the present study is presented in Figure 5.1 and is consistent with 

the findings of Brammer et al. (2007) who found a positive link between sustainability 

and commitment. Likewise, Collier and Esteban (2007) indicate a high correlation 

between CSR and commitment. Consistently, Turker (2009), who studied the Turkish 

business environment, found a positive relationship between CSR practices and 

employees’, including managers’, organisational commitment. Kim et al. (2010) 

studied Korean firms and reported that sustainability influences management and 

employees’ identification with their organisations, which leads to their organisational 

commitment. Ali et al. (2010) collected empirical data of 371 professionals working in 

various sectors; their study results found a significantly positive relationship between 

sustainability and employees’ organisational commitment. The empirical study results 

of Le et al. (2009) show that CSR practices have a significant impact on employees’ 

organisational commitment. In a cross-nation survey study Lo et al. (2008) collected 

data from 113 employees of Chinese organisations; their results revealed a positive 

relationship between CSR practices and employees’ organisational commitment. 

Hofman and Newman (2014) examined the relationship between employees’ perception 

of CSR practices and employee organisational commitment of 280 employees from five 

organisations in China. They found a strong positive relationship between CSR 

practices and employees’ organisational commitment. 

Many studies, including Turban and Greening (1997); Backhaus et al. (2002); Dawkins 

(2004); Peterson (2004); Brammer et al. (2007); Ali et al. (2010); Bauman and Skitka 

(2012) and Glavas and Kelley (2014) believe that CSR practices designed by top-level 

management attract motivated potential employees; it also enhances the commitment 

level of existing employees. 
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5.8.2 Employees Recycling Knowledge, Energy Consumption Behaviour and their 

Intention to Follow Recycling Policy 

The finding of this study suggests that there is a positive relationship between CSR 

practices (including Tesco and Sainsbury’s employees recycling knowledge, their 

intention to follow organisation’s recycling policy and energy consumption behaviour) 

and commitment, see Figure 5.1 results of the research model. A significant amount of 

literature and prior research explored further influences of CSR practices such as 

employees’ recycling knowledge and energy consumption behaviour on employees’ 

organisational commitment. Studies suggest that CSR practices enhance the level of 

employees’ organisational commitment because CSR practices also included welfare 

activities for the employees and their families. Stites and Michael (2011) collected 

empirical data from 136 employees working at three kitchen cabinets in the USA. The 

results indicate that CSR practices, especially community and environment-related 

activities, have a positive influence on employees’ organisational commitment. Further, 

they advocate CSR communication to all employees for a positive organisational 

outcome. The empirical survey results of Peterson’s (2004) study also highlight a link 

between CSR practices and organisational commitment. Likewise, Brammer et al. 

(2007) suggest a positive relationship between CSR and organisational commitment. 

5.9 Employees’ Organisational Commitment and Compliance 

The results indicate that the proposed positive relationship between employees’ 

organisational commitment and compliance (H8) has been supported (β=0.554; 

p<0.01); Table 5.1 presents the hypotheses results. The result emphasises the view that 

employees’ organisational commitment has a positive relationship with environmental 

sustainability. The findings of this study are, in fact, consistent with what has been 

examined and explored within the literature of commitment and compliance, since the 

mainstream of studies seems to point to commitment as the required component in 

achieving organisational goals. The aspects of employees’ organisational commitment 

construct are discussed as follows: 

5.9.1 Employees’ Environmental Understanding and Initiatives in the Workplace 

Ellerup et al. (2009) found that employees with high commitment were likely to engage 

in the organisation’s sustainability programs. Prahinski and Benton (2004) have found a 

positive and direct relationship between commitment and performance. Likewise, 
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Cooper-Hakim and Viswesvaran (2005) reported the link between commitment and 

performance, which leads to sustainability compliance.  

A significant amount of literature discussed managers’ organisational commitment; 

managers with a high level of organisational commitment are more likely to follow 

organisational goals rather than self-interest (Eisenhardt, 1989; Nouri and Parker, 1996; 

Chong and Eggleton, 2007). Mesmer-Magnus et al. (2013) believe that managers with a 

high level of organisational commitment to stay with their organisations for an extended 

period; consequently, they pursue long-term organisational environmental sustainability 

goals. Furthermore, Mesmer-Magnus et al. (2013) studied three forms of commitment 

in their study; employee commitment to the organisation, individual commitment to the 

environment, and organisation commitment to sustainability. They found a strong 

relationship among employees’ organisational commitment and sustainability 

compliance in their study. Therefore, compliance is a result of motivation and 

commitment of the employees that show the determination of one party to do what the 

other party desires (Davies et al., 2011) 

A substantial body of literature highlights the benefits of having a strongly committed 

workforce in the organisation. Meta-analysis-based studies demonstrate that employees 

with a high level of organisational commitment are less likely to leave (Mathieu and 

Zajac, 1990; Tett and Meyer, 1993), more likely to attend regularly (Meyer et al., 

2002), perform efficiently (Cooper-Hakim and Viswesvaran, 2005), and behave as a 

good organisational citizen (Meyer et al., 2002; Riketta, 2002). In pursuance of the 

relevant literature, the findings of this study presented in Figure 5.1, have confirmed 

that Employees’ environmental understanding and initiatives in the workplace influence 

compliance. 

5.9.2 EMP Advantages to Operations 

EMP is referred to as the techniques and policies employed by organisations to tackle 

environmental changes (Montabon et al., 2007). According to Nath and Ramanathan 

(2016) suggest that EMP in organisations depends on the motivation level, sensitivity 

and response of its employees towards changes in the environment. IF EMP’s are well 

defined and followed, they support various operations within the organisation. The 

results of this study corroborate that EMP has an impact on the operations of the 

organisations, see Figure 5.1.  
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5.9.3 Employees’ Intention to Follow Food Waste Management 

According to Parfitt et al. (2010) food waste refers to the decrease in edible food mass 

from the initial stage to consumption. In the retail environment, food waste depends on 

the employees’ behaviour (Papargyropoulou et al., 2014). Betz et al. (2015) suggest 

that employees’ commitment to comply with the food waste management strategies of 

the organisation help in reducing food losses. Several factors, for example, food safety 

knowledge and training impact employees’ commitment to comply according to the 

strategic goals. In pursuance of the literature, the results of the research model in Figure 

5.1 also validates that food safety knowledge and training has an impact on employees’ 

intentions to follow food waste management. 

5.9.4 Employees’ Organisational Commitment 

 Collier and Esteban (2007) believe that employees’ organisational commitment is 

essential for the effective delivery of organisational sustainability goals. Harter et al. 

(2002) have found significant relationships between employees’ organisational 

commitment and organisational sustainability goals. However, Riketta and Van Dick 

(2005) reported a moderate positive correlation. Rettab et al. (2009) found a link in 

their study of employees’ organisational commitment with compliance and with the 

organisation’s sustainability strategy. Furthermore, Rhoades et al. (2001) found that 

enhanced employees’ commitment and support to organisational goals are due to their 

organisation’s supportive behaviour. Similarly, Rhoades and Eisenberger (2002) state 

that when employees observe organisational support and witness fairness in 

organisational actions, then they respond positively through enhanced job satisfaction 

and organisational commitment. Also, Glavas and Kelley (2014) believe that employees 

feel an obligation to respond positively to good gestures towards the employees’ well-

being from their organisation which increases employees’ organisational commitment.  

Consistent with the literature, the findings of this study have confirmed and added that 

employees’ organisational commitment is indispensable for compliance; see the results 

of the research model in Figure 5.1.  

5.10 Results of Research Model 

Hypothesis testing in either way provides a path to the focused organisations to address 

and improve the misaligned aspects. Through hypotheses testing results this research 

study has provided guidance to Tesco and Sainsbury’s in aligning sustainability and 
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food safety goals with their employees. For instance, findings of this study have 

confirmed employee’s organisational commitment essential for aligning goals with 

strategic level decisions which can be achieved by following the suggestions such as; 

ensuring ‘right person in the right place’ a refined recruitment process that identifies the 

worth and contribution of employees to the organisation as employees come from 

different backgrounds and mindsets. Furthermore, the results suggest measures to 

engage the employees through incentives, appraisal, appreciations and appropriate 

information that establish a bond of commitment with their organisation.  

The results of hypotheses contributed in the development of the framework that 

addressed the third research objective of this study; that is to offer significant findings 

and implications for research and practice regarding sustainability and food safety 

strategy compliance in major UK food retailers. The majority of the results support 

hypothesised relationships of influencing factors with employees’ organisational 

commitment that has been confirmed as indispensable for compliance of sustainability 

and food safety strategy. The unsupported hypothesis (H1) is discussed in detail in 

section 6.2. Furthermore, the findings indicate that employees’ organisational 

commitment and sustainability compliance is the most significant path in the model, 

which suggests that employees’ organisational commitment is essential to compliance 

with the sustainability strategy (β=0.554; p<0.01). Research model with the results has 

been presented in Figure 5.1 that addresses the fourth objective of this study that is to 

develop a model of sustainability and food safety strategy compliance in major UK 

food retailers.  
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Figure 5.1: Results of Research Model   
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5.11 Conclusion 

This Chapter has presented a discussion of hypothesis testing results as suggested by 

the structural model evaluation in the previous Chapter. The results provided in Figure 

5.1 have contributed to the development of the framework that addressed the third 

objective of this study. The majority of hypotheses results support hypothesised 

relationship with employees’ organisational commitment as indispensable for 

compliance of sustainability and food safety strategy. The unsupported hypothesis (H1) 

is discussed in detail in section 6.2. An overview of the hypotheses testing results is 

presented in Table 5.1. 

Table 5.1: Summary of Hypothesis Testing Results  

 

This study makes several contributions to sustainability compliance. First, to the best of 

the author’s knowledge, no prior research discussed negative and positive influencing 

factors including MH, GC, IA, IS, TR, IN, CSR practices and commitment affecting 

compliance with sustainability and food safety strategies. Second, the use of agency 

theory with the influencing factors and aspects affecting employees’ commitment, and 

research contribution are discussed in detail which has implications for the major UK 

food retailers such as Tesco and Sainsbury. In terms of practical implications, this study 

highlights important aspects such as workload pressure and job satisfaction for the 

employee’s commitment. Also, this study suggests incentives and information sharing 

H. 

No 

Path Relationship Path 

coefficient 

Accepted/ 

Rejected  

H1 Moral hazards have a negative relationship with the 

employees’ organisational commitment 

0.092 Rejected 

H2 Goal conflict has a negative relationship with the 

employees’ organisational commitment 

0.230** Accepted 

H3 Information asymmetry has a negative relationship 

with the employees’ organisational commitment  

0.259** Accepted 

H4 Information sharing has a positive relationship with 

the employees’ organisational commitment 

0.197* Accepted 

H5 Trust has a positive relationship with employees 

‘organisational commitment 

0.239** Accepted  

H6 Incentives have a positive relationship with 

employees’ organisational commitment 

0.227** Accepted 

H7 CSR practices have a positive relationship with the 

employees’ organisational commitment 

0.322*** Accepted 

H8 Employees organisational commitment has a positive 

relationship with compliance 

0.554*** Accepted 
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for alignment of goals with the employees for their organisational commitment. The 

next Chapter concludes the thesis by discussing the contributions and limitations of the 

study, and future recommendations.  
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 Chapter 6 

Conclusion and Recommendations 

 

6.1 Introduction 

This Chapter concludes the study by presenting the final conclusion, limitations, and 

recommendations. The research aim, objectives, RQ’s, hypotheses and findings are 

recalled in section 6.2 in order to address them. Section 6.3 presents a summary of the 

key findings. Section 6.4 presents the overview of the main findings. Section 6.5 

depicts the research contribution. Section 6.6 describes the recommendations. Section 

6.7 presents limitations of the study and future research. Section 6.8 presents the final 

summary of the thesis. 

6.2 Revisiting the Research Aim, Objectives, RQs, Hypotheses and Findings 

The overall aim of this study was to examine the causes of non-compliance of 

sustainability and food safety strategies devised at the strategic level (principal) which 

are not followed by the middle and operational level employees (agents). Furthermore, 

it examines sustainability compliance in the context of UK food retailers, mainly Tesco 

and Sainsbury’s. The research model has provided a link between sustainability 

compliance and employees’ organisational commitment and the influencing factors, 

such as MH, GC, IA, IS, TR, IN and CSR practices. 

The first research objective identified eight influencing factors and their impact on 

employees with the help of a relevant literature review. The factors are MH, GC, IA, IS, 

TR, IN, CSR and EOC. As expected, all the hypotheses were accepted, except 

hypothesis 1 (please see Table 6.1). Furthermore, the second research objective was 

also addressed using RQ 1. The results reflected through eight research hypotheses 

indicate either a negative or positive relationship with the employees’ organisational 

commitment which leads to compliance.  

The third research objective was addressed using RQ 2 which reflects key findings that 

employee’s organisational commitment is indispensable to attain the compliance. As 

expected in hypothesis 8, the results confirmed the positive relationship between 

commitment and compliance which is also supported by previous research studies. 
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The fourth research objective relating to the development of a model of environmental 

sustainability and food safety strategy compliance was addressed using RQ 3. This is 

about how to ensure compliance of sustainability and food safety strategies at middle 

management and operational levels in major UK food retailers. In order to address the 

fourth objective and RQ 3, the findings suggest the development of a food safety 

culture with appropriate training and a mechanism of monitoring through food safety 

performance rewards, recognition, and appraisals. The results also suggest that the retail 

industry has a high rate of employee turnover, leaving dire consequences for 

employees’ commitment and organisational performance; employees’ motivation is 

suggested to overcome this. Lack of communication and poor understanding leads to 

low commitment and employee turnover. Thus, there is a need for developing an 

appropriate communication policy, comprising environmental; food safety strategies 

and incentives information. The results also suggest that training and career-related 

practices significantly affect employees’ organisational commitment; therefore, a bond 

of trust among the employees by investing in training and career-related practices can 

enhance EOC. Also, incentives, along with the salary, play a significant role in 

developing the motivation and commitment of the employees and reduces turnover rate. 

The study has highlighted the importance of the CSR practices in enhancing employees’ 

organisational commitment because the employees and their families’ welfare schemes 

come under CSR. Additionally, CSR practices attract motivated potential employees 

and also increase the level of commitment of existing employees. Finally, the findings 

reveal the indispensable role of EOC in the compliance of sustainability and food safety 

strategies. 

6.3 Summary of the Key Findings 

The current study was an exploratory study which provided several key findings. These 

findings emerged from testing the relationships between influencing factors on 

commitment and compliance. The research study explores three main questions 

associated with compliance with sustainability and food safety strategies through 

employees’ organisational commitment.  

  



 

159 

 

6.3.1 Summary of RQ1 

The RQ1 set out as: 

What are the factors affecting employees’ organisational commitment for compliance of 

sustainability and food safety strategy in major UK food retailers? 

The result has not confirmed the negative influence of MH on EOC as proposed in the 

hypothesis; however, it has established a relationship. Moral hazards arise when an 

agent engages in ‘free-riding’ on the efforts of other agents or the principal and does not 

act in the principal’s best interest (Steven and Britto, 2016). This study has identified 

goal conflicts as influencing factors. Consistent with Staniok (2016) the findings of this 

study have confirmed that goal conflicts have a negative relationship with commitment. 

The results of this study have also identified information asymmetry as an influencing 

factor. This is consistent with the studies ofVan Vuuren et al. (2007); Nyaga et al. 

(2010); Zeffane et al. (2011). The findings of this study confirm that information 

sharing acts as an influencing factor as proposed in the research hypothesis, that is 

consistent with the previous study by van Vuuren et al. (2007); Dahlgaard-Park (2012) 

also suggests that information sharing has a positive influence on commitment. 

Additionally, trust has been identified as an influencing factor. ResearchersHess and 

Story (2005); Suh and Kwon (2006); Tan and Lim (2009); Zeffane et al. (2011) have 

found a strong positive relationship between trust and organisational commitment.  

Consistent with the findings of Sung et al. (2017), the results of this study emphasise 

the view that incentives enhance organisational commitment. Hence, incentives are 

identified as an influential factor in this study. The findings regarding CSR practices 

have confirmed the influence of CSR practices on employee commitment. This is 

consistent with a number of researchers, like, Brammer et al. (2007); Turker (2009); Ali 

et al. (2010); Kim et al. (2010) and Stites and Michael (2011); Flammer and Luo (2017) 

found a positive relationship between CSR practices and employees commitment.  

Furthermore, employees’ organisational commitments emerged as an indispensable 

influencing factor in compliance. The findings of this study are consistent with ample 

previous research and commitment literature that have evidenced employees’ 

organisational commitment as an essential component for achieving organisational 

goals; such as,Chong and Eggleton (2007); Collier and Esteban (2007); Ellerup Nielsen 
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and Thomsen (2009); Mesmer-Magnus et al. (2013) who found a positive relationship 

of commitment with organisational sustainability goals.  

6.3.2 Summary of RQ2  

The RQ2 set out as follows: 

To what extent does the employees’ organisational commitment support compliance of 

sustainability and food safety strategies in major UK food retailers? 

The findings of this study reveal that employees’ organisational commitment provides a 

solid platform for accomplishing strategic goals of sustainability and food safety at 

middle management and operational level. Employees with high commitment are more 

attached to the organisation; commitment is an important aspect of employee 

engagement, as it induces employees to perform according to the goals of their 

organisation (Meyer et al., 2012). Committed employees are more likely to feel a desire 

and obligation to lend support to organisation sponsored practices (Bingham et al., 

2013), such as sustainability and food safety. In other words, commitment is 

indispensable for compliance (Ellerup Nielsen and Thomsen, 2009; Raineri and Paillé, 

2016). Furthermore, the quantitative study and results have addressed this question 

showing how considerable commitment is supportive to compliance. For example, 

seven out of eight proposed research hypotheses support this, which indicates a great 

extent to which organisational commitment supports compliance with sustainability and 

food safety strategies.  

6.3.3 Summary of RQ3 

The RQ3 sets out as follows: 

How to ensure compliance of sustainability and food safety strategies at middle 

management and operational levels in major UK food retailers? 

The findings of this research reveal that compliance with the sustainability and food 

safety strategies can be ensured by developing an appropriate monitoring system with 

appraisals and performance pay; mitigating employee turnover through suitable 

selection and placement along with incentives and performance pay. Furthermore, this 

study is summarised in the following sub-section. 

Organisations can ensure compliance of sustainability and food safety strategies by 

addressing the following suggested outcomes; 
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· Developing a culture of food safety (Nyarugwe et al., 2016), providing 

appropriate time to fulfil tasks (Howells et al.,, 2008), providing food safety 

training (Rowell et al., 2013) and following the food safety practices (Lee et al., 

2013; Woh et al., 2016). 

· Developing trust through training and progression (Camilleri and Camilleri, 

2016) along with the incentives (Chong and Law, 2016). 

· Support CSR practices in their organisation (Flammer and Luo, 2017). For this 

study, CSR practices were considered by using question items for the construct 

of CSR practices along with its aspects such as; environmental, recycling, and 

energy consumption. 

· Developing a communication strategy based on environmental sustainability 

(Henry and Dietz, 2012), food safety (Griffith et al., 2010) and incentive 

information (Marasi and Bennett, 2016).  

6.3.4 Summary of Hypothesis Testing Based on the Questionnaire  

After proposing the study model, the questionnaire survey instrument was used to test 

the hypotheses’ quantitatively. The survey instrument was developed in order to address 

the research objectives. The summary of the findings of the quantitative study with 

hypotheses is presented here. 

The researcher has developed eight hypotheses to examine the relationship between 

moral hazards, goal conflict, information asymmetry, information sharing, trust, CSR 

practices, commitment, and compliance. As presented in Table 6.1, seven hypotheses 

are accepted while one hypothesis is rejected. The descriptive statistics and exploratory 

study findings’ analysis helped the researcher to understand the influencing factors’ 

impact on sustainability compliance in food retailers of the UK.  

Although the results reject hypothesis 1 and indicate an insignificant relationship 

between moral hazards and commitment, job satisfaction emerged as a flourishing and 

thriving aspect for employees’ organisational commitment with a significantly positive 

relationship with commitment.  

For hypothesis 2, the findings suggest a significant negative relationship between goal 

conflict and commitment. The results reveal that lack of a food safety culture, lack of 

time to follow food safety practices and lack of food safety training were some reasons 
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creating a hindrance to employees’ commitment that lead to non-compliance with the 

sustainability and food safety strategies.  

The quantitative findings support the proposed negative relationship between 

information asymmetry and commitment to hypothesis 3. The results highlight 

employee turnover as an important issue to be addressed through an appropriate 

selection process with incentives, performance pay, and progression.  

For hypothesis 4, the research study supports the proposed positive relationship 

between information sharing and commitment. The results emphasise the importance of 

information sharing in compliance and suggest that an appropriate communication 

strategy based on environment information, food safety information and incentives 

information is needed.  

The results also reveal in hypothesis 5 that trust has a positive relationship with 

commitment as proposed in the hypothesis; the study indicates employees’ 

dissatisfaction over career-related training, practices, and progression. Consequently, 

the employees lose trust and disassociate from organisational goals and at a later stage 

switch to another organisation.  

For hypothesis 6, the study findings support the proposed relationship between 

incentives and commitment. The results highlight the importance of incentives in 

aligning the goals of employees. The profit-sharing and fair staff discounts emerged as 

a suggestion in the study for enhancing employees’ organisational commitment.  

With regarding the CSR practices in hypothesis 7, the study findings support proposed a 

positive relationship between CSR practices and commitment. The study reveals the 

benefits of CSR practices: that the employees feel more associated with their 

organisational goals as CSR addresses the well-being of employees and their families. 

Also, CSR practices enhance existing employees’ attitudes and attract potential, 

motivated employees.  

The study findings strongly support the proposed positive relationship between 

commitment and compliance in hypothesis 8. The results emphasise that employees’ 

organisational commitment is indispensable for achieving organisational sustainability 

and food safety goals. The study highlights the benefits of commitment: that committed 
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employees attend regularly, are less likely to leave the organisation and perform 

effectively.  

This research study proposes and validates a model which determines the impact of 

influencing factors on compliance with sustainability strategy and food safety strategy 

with middle management and operational management of food retailers in the UK. The 

purpose of the study is to develop a model that can explain compliance by enhancing 

employees’ organisational commitment, rather than only infer causality. This section 

presents the study findings and results in order to achieve the aim and objectives of the 

study and address the research problem by using the appropriate methodology and 

research techniques.  

H. No Path Relationship Supported/ 

Not supported 

H1 Moral hazards have a negative relationship with the employees’ 

organisational commitment  

Rejected 

H2 Goal conflict has a negative relationship with the employees’ 

organisational commitment  

Accepted 

H3 Information asymmetry has a negative relationship with the 

employees’ organisational commitment  

Accepted 

H4 Information sharing has a positive relationship with the employees’ 

organisational commitment  

Accepted 

H5 Trust has a positive relationship with employees’ organisational 

commitment  

Accepted 

H6 Incentives have a positive relationship with employees’ 

organisational commitment  

Accepted  

H7 CSR practices have a positive relationship with the employees’ 

organisational commitment 

Accepted 

H8 Employees organisational commitment has a positive relationship 

with compliance  

Accepted 

Table 6.1: Summary Results for Hypothesis Testing 

6.4 Overview of the Main Findings 

The main findings are presented below to conclude this section. 

· The measurement model assessment confirms that all the measures of the nine 

constructs used in this study exhibit uni-dimensionality, construct validity and 
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reliability. The non-parametric evaluation criterion was used to evaluate the 

structural model; the criterion shows an acceptable value of the R
2 

and positive 

predictive relevance Q
2 

results for communality and redundancy. Additionally, 

the structural model evaluation results do not indicate any sign of 

multicollinearity issues.  

· The study results reveal that poor food safety practices are the outcome of 

employees’ non-compliance, which is reflected in the behaviour of not 

implementing hygiene practices. The behaviour of not implementing was not 

related to the intensity of activity but lack of time, food safety culture and food 

safety training. The findings advocate developing a food safety culture with 

appropriate training and a mechanism of monitoring through food safety 

performance reward, recognition, and appraisals. 

· The study results indicate that the retail industry has a high rate of employee 

turnover that has dire consequences for employees’ commitment and 

organisational performance; as a new employee joins the organisation with 

limited experience and knowledge and thus also needs training. The study 

highlights employee motivation in order to lower turnover and suggests 

developing a career goal progression for employees based on the 

recommendation of Meyer and Smith (2000). The managers recruit employees 

by keeping skills and experience of potential employees in mind in order to 

place the ‘right person in the right place,’ with incentives and appraisals.  

· The survey findings indicate that lack of communication and poor understanding 

lead to low commitment and employee turnover. Thus, the findings highlight the 

need for developing an appropriate communication policy which comprises 

environmental information, food safety strategy information and incentives 

information.  

· The findings reveal that training and career-related practices significantly affect 

employees’ organisational commitment. Organisations can develop a bond of 

trust among their employees by investing in training and career-related 

practices; consequently, the employees reciprocate with an enhanced level of 

trust. 
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· The study findings suggest that in the retail work environment salary alone 

offers insufficient motivation, but incentives work magnificently for compliance 

by developing motivation and commitment of the employees and reduce 

turnover rate. Thus, incentives are indispensable for compliance with strategic 

strategy. 

· The findings of the study have contributed an encouraging fact, i.e. CSR 

practices further enhance the employees’ organisational commitment because 

the employees and their families’ welfare schemes come under CSR. 

Additionally, CSR practices attract motivated, potential employees, and also 

they increase the level of commitment of existing employees. 

· The model results reveal that employees with a high level of commitment 

pursue long-term strategic goals. Committed employees engage with 

environmental sustainability goals and food safety strategies. Therefore, there is 

a very strong relationship between employees’ organisational commitment and 

compliance with strategies. 

6.5 Research Contribution 

This study provides several contributions, such as to the existing literature and theory, 

methodology and practical field which are as follows: 

6.5.1 Contribution to the existing literature  

I. This area of the study is rare to examine sustainability compliance empirically. 

It explored the impact of influencing factors on employees’ organisational 

commitment that leads to sustainability compliance. The literature review 

reveals that prior studies have focused on commitment and performance 

(Luzzini et al., 2015); most of them targeting top management (Tung et al., 

2014; Gandhi et al., 2015; Dubey et al., 2017) or strategic management (Jansson 

et al., 2017). However, the current study targets middle and operational 

employees. Thus findings based on middle and operational employees are a 

contribution to the existing literature. 

II. To the knowledge of the researchers, limited research focused on the 

sustainability of food retailers in the UK and the causes of non-compliance of a 

sustainability strategy. To address this missing link, the current study targeted 

the sustainability of food retailers in the UK and investigated the causes of non-
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compliance of a sustainability strategy. Therefore, by identifying this gap, a 

model has been developed that explains the influencing factors and their impact 

on sustainability compliance in the food retailers. Thus, this research provided a 

model based on the empirical evidence which is an addition to the existing 

literature. 

III. This research examined the negative and positive influencing factors including 

Moral Hazards (MH), Goal Conflicts (GC), Information Asymmetry (IA), 

Information Sharing (IS), Trust (TR), Incentives (IN), CSR Practises (CSR) 

affecting Employees Organisational Commitment (EOC) that leads to 

Compliance of Sustainability and Food Safety Strategy (CSFS). As such, this 

study answers the call for sustainability research to examine the relationship 

between commitment and sustainability (Schrettle et al., 2014). It suggests that 

commitment is indispensable for achieving the strategies devised by the 

principal (strategic level).  

IV. This study provides a rare example of an investigation that incorporates 

commitment for compliance of sustainability and food safety strategies with the 

use of agency theory. The influencing factors were identified with the help of 

agency theory and the relevant literature (see section 1.3.1), and the empirical 

data was collected from Tesco and Sainsbury’s. In doing so, it provides 

empirical support for the arguments that different aspects of sustainability can 

be improved simultaneously (Zhu and Sarkis, 2004; Luzzini et al., 2015), 

through the employees’ organisational commitment which is vital for the 

compliance with sustainability and food safety strategies.  

V. A research model based on the empirical evidence has been developed in order 

to address the last objective of this study which contributes to agency theory and 

the literature on business and management. The model includes the influencing 

factors underpinning agency theory and positive influencing factors from the 

literature. Tesco and Sainsbury’s, in particular, can align their goals with their 

employees by using the findings and outcomes of this research study. In general, 

this model can help other sectors to accomplish their objectives. 

6.5.2 Contribution to Methodology 

This study contributes to the methodology by encompassing positivism (quantitative) 

paradigm with cross-sectional survey questionnaire to examine sustainability 
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compliance through RQs. The RQ1 was about identifying the factors affecting 

commitment. The RQ2 examines the extent of EOC and RQ3 is about how to ensure 

compliance which was also based on the same cross-sectional survey questionnaire in 

order to get an in-depth understanding of the non-compliance. Also, this study 

incorporates methodology with the sophisticated statistical technique; PLS-SEM which 

has been applied to examine sustainability compliance. Contrary to the first generation 

of analysis methods (ANOVA, MANOVA, factor analysis, and regression analysis) 

PLS simultaneously evaluate the adequacy of the measurement and structural models of 

the proposed intended behaviours and relationships (Hair et al., 2014). The 

measurement model validated the compliance and other constructs (MH, GC, IA IS, 

TR, IN, CSR, and EOC). Furthermore, empirical support for the structural model 

indicated the interrelationships among the constructs and contributed to the literature of 

employees’ organisational commitment and compliance in particular. The constructs of 

this study along with the aspects validated with the help of PLS provides the robustness 

of the model which has been rarely explored. Also, this study recommends that the PLS 

has a potential to test the relationships in a complex model. 

6.5.3 Contribution to Practice  

In pursuance of the findings, the research offers suggestions to the target organisations 

such as, Tesco and Sainsbury’s for aligning the goals with their employees at middle 

management and operational level, which are as follows: 

I. It provides guidance, particularly to the strategic level of the focused 

organisations, i.e. Tesco and Sainsbury’s, other food retailers in the UK and 

diverse organisations in general. The findings of the study have confirmed 

within the aspect of hygiene food handling that availability of adequate facilities 

support and enhance compliance. The organisations can be benefitted by 

applying these findings in their operations for achieving their sustainability and 

food safety goals. 

II. In the aspect of employees’ environmental concern, this study suggests top 

management to provide sufficient support includes appropriate information 

sharing to employees over the environmental sustainability. Regarding the 

aspect of workload pressure, the findings insist on the development of 

organisational culture to overcome it. 



 

168 

 

III. The findings confirmed that job satisfaction indicates the level at which 

employees’ needs and expectations are satisfied in the job and is suggests 

different measures of enhancing job satisfaction such as incentives, better 

working condition, and interpersonal communication. This study recommends 

the organisations to consistently focus on the suggested measures to keep the 

employees’ committed to their organisations. 

IV. Also, the findings confirmed the importance of the work environment which 

highlights the sensitivity of employees’ towards their organisation about ethics 

and social responsiveness that plays an important role in motivating and 

engaging them in attaining organisational goals. This study emphasises that 

constant focus on the organisations’ ethics and policies help employees to 

follow them that makes the work environment attractive. 

6.6 Recommendations 

The recommendations on the basis of the findings are as follows: 

· To develop a food safety culture (Nyarugwe et al., 2016) with appropriated 

training Rowell et al. (2013) and supported by incentives recognition and 

appraisals (Chong and Law, 2016). 

· To motivate Employees through career development (Camilleri and Camilleri, 

2016) and incentives (Chong and Law 2016) in order to reduce turnover. 

· To devise an appropriate communication mechanism covering all three 

components of environmental (Henry and Dietz, 2012), food safety (Griffith et 

al., 2010) and incentives information (Marasi and Bennett, 2016). 

· To develop and enhance a bond of trust by investing in employees’ training and 

career development schemes (Camilleri and Camilleri, 2016). 

· To formulate CSR strategies as CSR based organisations attract motivated 

potential employees and increase the level of commitment of the existing 

employees (Story et al., 2016). 

6.7 Limitations and Future Research Avenues 

This section describes the limitations and future research avenues for future researchers. 

This study has several limitations that open up further discussion and offer 

opportunities for future research. From a theoretical perspective such as due to the 

complexity of the study’s model, this study has focused only on organisations’ internal 
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factors related to sustainability compliance. Future research may include external 

factors and other organisational factors that influence sustainability compliance in food 

retailers in the UK.  

Within the theoretical perspective, agency theory has contributed to developing a 

comprehensive research model to address the research objectives. However, the 

application of other theories, such as social cognitive theory or stakeholder can help in 

future studies to understand the causes of non-compliance with the sustainability 

strategy.  

Empirically, this research study is limited to Tesco and Sainsbury’s, i.e. two food 

retailers in the UK. Comparative studies of other food retailers in future research can be 

of benefit and may provide a better understanding of the relationship between the 

constructs. Also, replication of this study in future within other international contexts 

would be useful. Furthermore, the sample of the companies is taken from one setting; 

the generalisability of the research study findings over other settings may not be valid. 

Additionally, larger sample size could allow clustering respondent attitude to develop a 

model specific to the compliance. 

From a methodological perspective, this research study used only eight constructs or 

influencing factors (MH, GC, IA, IS, TR, IN and CSR) to examine the relationship with 

EOC that leads to compliance. Although the eight factors were adopted from prior 

research, there may be other factors that have an impact on compliance.  

This study is a cross-sectional design that confines the understanding level of the 

causality that can be inferred. Cross-sectional design allows the researcher to collect a 

large data sample in a short time (Bordens and Abbott, 2002). As a final research 

opportunity, the researchers may replicate the current study with a longitudinal study to 

test the causal relationship between commitment and compliance. 

6.8 Final Conclusion 

This thesis has contributed to the field of knowledge and study. Thus, the academic 

researchers and practitioners, especially in the food industry in the UK and other 

countries, should develop strategies on the basis of the findings of the current research. 

This research study is significant due to its academic knowledge of business and 

management, and also contributes to the alignment of strategic goals with other 
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management layers such as middle management and operational levels. The research 

study has limitations, such as small sample size and focusing on internal factors. Also, 

this study contributes to the literature within food retailers in the UK setting. This thesis 

offers an opportunity for future empirical study to cross-validate the model from diverse 

perspectives. 
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Appendices 
 

Appendix A: Questionnaire 

SUSTAINABILITY COMPLIANCE IN MAJOR FOOD RETAILERS OF THE 

UK: AN AGENCY THEORY PERSPECTIVE  

Organisations have strategies and goals to run their businesses smoothly, but in most 

cases, their strategies fail to be implemented in their operations and goals are not 

achieved. Strategies require the individual’s support within an organisation to achieve 

organisational goals. Previous researchers highlight that employees at middle 

management and operational level are the key players in achieving organisational goals 

and desired results.  

Employees at middle management and operational levels are considered as the most 

significant in compliance of organisational sustainability strategy. Compliance of 

sustainability strategy in food retailers is interdependent; an individuals’ commitment 

and performance can affect other members’ performance or endanger the entire 

sustainability strategy, as every individual is indispensable. Therefore, this study is to 

examine the compliance of environmental sustainability strategy at middle management 

and operational level within food retailers. Please complete the information, 

questionnaire below and write additional comments, if any at the end of the 

questionnaire. 

Please complete following; 

Your organisation     Tesco   Sainsbury’s  

  

Years employed with this organisation  Years 

 

Your role in this organisation Store manager  Deputy manager 

 Shift manager  Customer assistant 

 Others; 
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Your age Under30  30-39    

       

  40-49    50 and over   

 

Gender      Male      Female  

 

Your education    Secondary    Post-Secondary 

           

      University   

 

Your employment  Permanent full-time   

     

 Permanent/ part-time   

     

 Casual/temp 
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MH  Moral hazard      
MH1 1 In my organisation, food processing 

equipment and work area are cleaned before 

the food preparation 

     

MH2 2 In my organisation, food processing 

equipment and work area are cleaned after 

the food preparation 

     

MH3 3 At the workplace, I contribute to the 

environment by not wasting water. 

 

     

MH4 4 At the workplace, I contribute to the 

environment by following the recycling 

policy of my organisation. 

     

MH5 5 My workload does not interfere with my 

ability to follow safe food handling 

practices at my workplace. 

     

MH6 6 I always have enough time to follow safe 

food handling procedures, even during rush 

hours. 

     

MH7 7 I think there are many other jobs which are 

more interesting than mine. 
     

MH8 8 My current job fulfils the expectations I had 

before I started it. 
     

MH9 9 Usually, I have enough time for my work 

tasks. 
     

MH10 10 My work requires remembering a lot of 

things. 
     

GC  Goal conflict      
GC1 11 I actively participate in environmental 

events organized in and by my organisation. 
     

GC2 12 I undertake environmental actions that 

contribute positively to the image of my 

organisation.  

     

GC3 13 I take part in the projects, endeavours or 

events that address environmental issues in 

my organisation. 

     

GC4 14 I encourage others to follow food safety 

practices in the workplace.  
     

GC5 15 At the workplace, I try to set a good 

example of food safety practices for others 

to follow.  

     

GC6 16 Achieving my organisational goal is as      
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important as it is to the organisation. 

GC7 17 I feel a sense of obligation to try to meet my 

organisational goal. 
     

GC8 18 I have no choice but to go along with 

organisational environmental strategy. 
     

GC9 19 I think things would be better without an 

organisational environmental strategy. 
     

GC10 20 In my workplace, a proper work schedule 

would encourage me to do my best. 
     

GC11 21 I am dissatisfied with my current work 

schedule. 
     

IA  Information asymmetry      

IA1 22 In my workplace, I take the initiative to act 

in environment-friendly ways. 
     

IA2 23 In my workplace, I perform tasks that are 

expected of me in environmental-friendly 

ways. 

     

IA3 24 In my workplace, food safety is a high 

priority for me.  
     

IA4 25  In my workplace, I follow food safety rules 

because it is my responsibility to do so. 
     

IA5 26 In my workplace, I am committed following 

food safety. 
     

IA6 27 In my workplace, I clean my work area 

before and after food preparation. 
     

IA7 28 In my workplace, I try to maintain food 

temperatures for maintaining the quality of 

the food. 

     

IA8 29 I know the improper storage of foods may 

be hazardous to health. 
     

IA9 30 I often think of leaving the organisation.       
IA10 31 It is possible that I will look for a new job in 

the next six months 
     

IA11 32 The financial wellbeing of our organisation 

does not depend on the state of the natural 

environment.  

     

IA12 33 Our organisation strives for an image of 

environmental responsibility. 
     

ISH  Information sharing      
ISH1 34 At my workplace, I encourage my 

colleagues to have an environmental-

friendly work approach. 

     

ISH2 35 At my workplace, I help my colleagues to 

adopt an environment-friendly approach in 

their day-to-day business. 

     

ISH3 36 In my organisation managers provide 

consistent information about food safety to 

the employees. 

     

ISH4 37 In my organisation goals and objectives are 

clearly communicated to employees. 
     

ISH5 38 At my workplace, I receive incentive 

information frequently. 
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ISH6 39 In my organisation, employees receive 

transparent information from the managers. 
     

ISH7 40 In my organisation, I like the speed of 

communicating policies to the employees 
     

TR  Trust       
TR1 41 At my workplace, I take food temperatures 

appropriately because I have pride in my 

work. 

     

TR2 42 I trust the top management      
TR3 43 At my workplace, I follow safe food 

handling practices because it makes me feel 

good inside. 

     

TR4 44 In my workplace, I follow safe food 

handling practices because it is included in 

my job responsibilities.  

     

TR5 45 I trust my line manager      
TR6 46 I trust my colleagues.      
TR7 47 Our organisation emphasise the 

environmental aspects of our products and 

services. 

     

TR8 48 At my workplace, I keep raw food separate 

from ready to eat food. 
     

IN  Incentives      
IN1 49 I am paid fairly for the work I do.      
IN2 50 My pay is better than similar jobs in other 

organisations 
     

IN3 51 I am satisfied with my fringe benefit 

packages/ staff discount card  
     

IN4 52 My organisation is concerned about my 

well-being. 
     

IN5 53 At my workplace, food safety training is 

considered essential. 
     

IN6 54 My organisation provides food safety 

training to employees who work in the food 

sections. 

     

IN7 55 I need food safety training      
IN8 56 My organisation is working with other 

stakeholders and suppliers for the 

improvement of green products. 

     

IN9 57 Our organisation emphasises the 

environmental aspects of our products and 

services in our ads.  

     

IN10 58 In our organisation, marketing strategies for 

our products and services have been 

considerably influenced by environmental 

concerns 

     

CSR  CSR Practices      
CSR1 59 My organisation takes great care that our 

work does not hurt the environment. 
     

CSR2 60 Addressing environmental issues is integral 

to the daily operations of my organisation. 
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CSR3 61 In my organisation, the management team is 

committed to environmental preservation. 
     

CSR4 62 I am familiar with the materials accepted for 

recycling in recycling facilities of my 

organisation. 

     

CSR5 63 I believe that my recycling activities will 

help to conserve natural resources. 
     

CSR6 64 I believe that my recycling activities will 

help to improve environmental quality. 
     

CSR7 65 At my workplace, I do not have enough 

time to sort the materials for recycling.  
     

CSR8 66 At my workplace, I am familiar with the 

space provided for recyclable materials.  
     

CSR9 67 I feel good about myself when I recycle.      
CSR10 68 I believe electric conservation preserves the 

natural environment. 
     

EOC  Employee organisational commitment      
EOC1 69 Environmental preservation is a high 

priority activity in our organisation. 
     

EOC2 70 Environmental issues are not very relevant 

to the major function of our organisation 

(R). 

     

EOC3 71 At my workplace, we take environmental 

preservation as a major goal in our day-to-

day operational activities. 

     

EOC4 72 I believe, environmental management helps 

our firm to better predict future investments. 
     

EOC5 73 I would like to have more information about 

how I could further contribute to managing 

food waste. 

     

EOC6 74 At my workplace, we believe food waste 

management is important. 
     

EOC7 75 I believe, food waste management operates 

well in our organisation. 
     

EOC8 76 At my workplace, I carry out environmental 

actions and initiatives in my day-to-day 

work activities. 

     

EOC9 77 I believe environmental management helps 

our organisation to extend the operational 

life of our products. 

     

EOC10 78 I feel like ‘part of the family’ at my 

organisation. 
     

EOC11 79 I feel ‘emotionally attached’ to this 

organisation 
     

EOC12 80 I feel a strong sense of belongings to my 

organisation. 
     

CESFS  Compliance of environmental 

sustainability and food safety strategies 

at middle management and operational 

level 

     

CESFS1 81 Our organisation’s emphasis is on 

maintaining environment-friendly 

operations. 
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CESFS2 82 Our organisation’s emphasis is on reducing 

the impact of food products and processes 

on the environment. 

     

CESFS3 83 I believe our organisation can enter 

lucrative new markets by adopting 

environmental strategies. 

     

CESFS4 84 I believe reducing the environmental impact 

on our operational process will lead to 

quality improvement in our products. 

     

CESFS5 85 I believe my organisation has reduced 

material and packaging costs by adopting 

environmental management practices. 

     

CESFS6 86 I believe my organisation has improved 

goodwill and reputation by adopting 

environmental management practices. 

     

CESFS7 87 I keep water taps always perfectly closed 

when they are not in use. 
     

CESFS8 88 At my workplace, we separate all the 

recyclable materials. 
     

CESFS9 89 I believe, in my organisation, the cost of 

waste management decreased due to 

compliance with environmental strategy. 

     

CESFS10 90 I believe, the cost for energy decreased due 

to compliance with environmental strategy. 
     

CESFS11 91 At my workplace, managers make sure all 

the employees follow food safety rules. 
     

CESFS12 92 At my workplace, managers stress food 

safety even when the store is busy.  
     

CESFS13 93 At my workplace, managers monitor 

employees so that they follow food safety. 
     

CESFS14 94 At my workplace, managers emphasise on 

effective food waste management.  
     

CESFS15 95 In my workplace, managers emphasise on 

recycling.  
     

CESFS16 96 At my workplace, I follow food safety 

practices throughout my shift. 
     

CESFS17 97 At my workplace, I clean and sanitise my 

work area properly because it is my 

responsibility to do this.  

     

CESFS18 98 At my workplace, I fulfil responsibilities 

specified in my job description in 

environment-friendly ways. 

     

CESFS19 99 In my workplace, I wash my hands before 

and after food preparation even when the 

store is busy.  

     

CESFS20 100 At my workplace, employees encourage 

each other to follow food safety rules. 
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Appendix B: Adopted Question Items 

No Question items References 

 Moral hazards 

Hygiene food handling 

 

1 In my organisation, food processing equipment and work areas are 

cleaned before the food preparation. 

(Roberts et al., 

2008) 

2 In my organisation, food processing equipment and work areas are 

cleaned after the food preparation. 

(Roberts et al., 

2008) 

 Employees environmental concern  

3 At my workplace, I contribute to the environment by not wasting 

water. 

(Minton and Rose, 

1997; Chan et 

al.,2014) 

4 At my workplace, I contribute to the environment by following the 

recycling policy of my organisation. 

(Minton and Rose, 

1997; Chan et al., 

2014) 

 Workload pressure  

5 My workload does not interfere with my ability to follow safe food 

handling practices at my workplace. 

(Ungku Fatimah et 

al.,2014) 

6 I always have enough time to follow safe food handling procedures, 

even during rush hours. 

(Ungku Fatimah et 

al., 2014) 

 Job satisfaction  

7 My current job fulfils the expectations I had before I started it. (Vandenabeele, 

2009) 

8 I think there are many other jobs which are more interesting than 

mine. 

(Vandenabeele, 

2009) 

 Work environment  

9 Usually, I have enough time for my work tasks. (Kristensen et al., 

2005) 

10 My work requires remembering a lot of things. (Kristensen et al., 

2005) 

 Goal conflict 

Employees support for organisation’s environmental 

commitment 

 

11 I actively participate in environmental events organized in and/or 

by my organisation. 

(Boiral and Paillé, 

2012) 

12 I undertake environmental actions that contribute positively to the 

image of my organisation.  

(Boiral and Paillé, 

2012) 

13 I take part in the projects, endeavours or events that address 

environmental issues in my organisation. 

(Boiral and Paillé, 

2012) 

 Intent to follow food safety practices  

14 I encourage others to follow food safety practices in the workplace.  (Lee et al., 2013) 

15 At my workplace, I try to set a good example of food safety 

practices for others to follow.  

(Lee et al., 2013) 

 Support to organisational goals  

16 Achieving my organisational goal is as important as it is to the 

organisation. 

(Meyer and 

Herscovitch, 2001) 

17 I feel a sense of obligation to try to meet my organisational goal. (Meyer and 

Herscovitch, 2001) 

 Reluctance to change  
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18 I have no choice but to go along with organisational environmental 

strategy. 

(Herscovitch and 

Meyer, 2002; Jing et 

al., 2014) 

19 I think things would be better without organisational environmental 

strategy. 

(Herscovitch and 

Meyer, 2002; Jing et 

al., 2014) 

 Work schedule  

20 At my workplace, a proper work schedule would encourage me to 

do my best. 

(Dunham and 

Pierce, 1986) 

21 I am dissatisfied with my current work schedule. (Dunham and 

Pierce, 1986) 

 Information asymmetry  

Employees pro-environmental behaviour 

 

22 At my workplace, I take an initiative to act in environment-friendly 

ways. 

(Bissing-Olson et 

al., 2013) 

23 At my workplace, I perform tasks that are expected of me in 

environmental-friendly ways. 

(Bissing-Olson et 

al., 2013) 

 Food safety  

24 At my workplace, food safety is a high priority for me.  (Ungku Fatimah et 

al., 2014) 

25  At my workplace, I follow food safety rules because it is my 

responsibility to do so. 

(Ungku Fatimah et 

al., 2014) 

26 In my workplace, I am committed to following food safety. (Ungku Fatimah et 

al., 2014) 

27 

 

At my workplace, I clean my work area before and after food 

preparation. 

(Ungku Fatimah et 

al., 2014) 

 Temperature management for food quality  

28 At my workplace, I try to maintain food temperature for 

maintaining the quality of the food. 

(Baş et al., 2006) 

29 I know the improper storage of foods may be hazardous to health. (Baş et al., 2006) 

 Employee turnover  

30 I often think of leaving the organisation.  (Chang et al., 2013) 

31 It is possible that I will look for a new job in the next six months (Chang et al., 2013) 

 Environmental orientation  

32 The financial wellbeing of our organisation does not depend on the 

state of the natural environment (R).  

(Banerjee et al., 

2003) 

33 Our organisation strives for an image of environmental 

responsibility. 

(Banerjee et al., 

2003) 

 Information sharing 

Support to the colleagues on environmental issues at work 

 

34 At my workplace, I encourage my colleagues to take an 

environment friendly work approach. 

(Boiral and Paillé, 

2012) 

35 At my workplace, I help my colleagues to adopt an environment-

friendly approach in their day-to-day business. 

(Boiral and Paillé, 

2012) 

 Organisation’s food safety information sharing  

36 At my organisation managers provide consistent information about 

food safety to the employees. 

(Shockley-Zalabak 

et al., 2000; Riordan 

et al., 2005) 

37 In my organisation goals and objectives are clearly communicated 

to employees. 

(Shockley-Zalabak 

et al., 2000; Riordan 



 

225 

 

et al., 2005) 

 Incentives information sharing   

38 At my workplace, I receive incentive information frequently. (Clark and Payne, 

1997) 

 Transparent information  

39 In my organisation, employees receive transparent information 

from the managers. 

(Lee et al., 2000) 

 Quality and speed of information  

40 In my organisation, I like the speed of communicating policies to 

the employees 

(Demeter et al., 

2007) 

 Trust 

Food handling 

 

41 In my workplace, I take food temperatures appropriately because I 

have pride in my work. 

(Arendt et al., 2011) 

 Trust on top management   

42 I trust the top management (Ellis and Shockley-

Zalabak, 2001; 

Reychav and 

Sharkie, 2010; Cho 

and Park, 2011) 

 Commitment to safe food handling  

43 At my workplace, I follow safe food handling practices because it 

makes me feel good inside. 

(Arendt et al., 2011) 

44 At my workplace, I follow safe food handling practices because it is 

included in my job responsibilities. 

(Arendt et al., 2011) 

 Trust on line managers  

45 I trust my line managers (Gilbert et al., 2011; 

Ellinger et al., 2013) 

 Trust on colleagues  

46 I trust my colleagues. (Robinson, 1996; 

Merlo et al., 2006) 

 Foodservice employees knowledge and behaviour  

47 Our organisation emphasise the environmental aspects of our 

products and services. 

(Banerjee et al., 

2003) 

48 At my workplace, I keep raw food separate from ready to eat food. (Roberts et al., 

2008) 

 Incentives 

Pay 

 

49 I am paid fairly for the work I do. (Christen et al., 

2006) 

50 My pay is better than similar jobs in other organisations (Christen et al., 

2006) 

 Incentives  

51 I am satisfied with my fringe benefit packages/ staff discount card (Malhotra et al., 

2007) 
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 Employee well-being  

52 My organisation is concerned with my well-being (Rhoades et al., 

2001) 

 Food safety training  

53 At my workplace, food safety training is considered essential. (Roberts et al., 

2008) 

54 My organisation provides food safety training for employees who 

work in the food section. 

(Roberts et al., 

2008) 

55 I need food safety training (Roberts et al., 

2008) 

 Organisation’s environmental ambition  

56 My organisation is working with other stakeholders and suppliers 

for the improvement of green products. 

(Aragón-Correa et 

al., 2008; Zhu et al., 

2008; Zhang et al., 

2012) 

57 Our organisation emphasises the environmental aspects of our 

products and services in our ads.  

(Banerjee et al., 

2003) 

58 In our organisation, marketing strategies for our products and 

services have been considerably influenced by environmental 

concerns. 

(Banerjee et al., 

2003) 

 CSR practices 

Environment 

 

59 My organisation takes great care that our work does not hurt the 

environment. 

(Glavas and Kelley, 

2014) 

60 Addressing environmental issues is integral to the daily operations 

of my organisation. 

(Glavas and Kelley, 

2014) 

 Top management environmental commitment  

61 In my organisation, the management team is committed to 

environmental preservation. 

(Banerjee et al., 

2003) 

 Employees recycling knowledge and behaviour   

62 I am familiar with the materials accepted for recycling in the 

recycling facilities of my organisation. 

(Sidique et al., 

2010) 

63 I believe that my recycling activities will help to conserve natural 

resources. 

(Sidique et al., 

2010) 

64 I believe that my recycling activities will help to improve 

environmental quality. 

(Sidique et al., 

2010) 

 Employees intention to follow the recycling policy  

65 In my workplace, I do not have enough time to sort the materials 

for recycling (R).  

(Sidique et al., 

2010) 

66 In my workplace, I am familiar with the space provided for 

recyclable materials.  

(Sidique et al., 

2010) 

67 I feel good about myself when I recycle. (Sidique et al., 

2010) 

 Energy consumption behaviour   

68 I believe electric conservation preserves the natural environment. (Sapci and 

Considine, 2014) 

 Employees’ organisational commitment 

 

Employees environmental understanding 
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69 Environmental preservation is a high priority activity in our 

organisation. 

(Banerjee et al., 

2003) 

70 Environmental issues are not very relevant to the major function of 

our organisation. 

(Banerjee et al., 

2003) 

71 At my workplace, we take environmental preservation as a major 

goal in our day-to-day operational activities. 

(Banerjee et al., 

2003) 

 EMP advantages to the organisation  

72 I believe, Environmental management helps our firm to better 

predict future investments. 

(Wagner and 

Schaltegger, 2004) 

 Employees’ intention to follow food waste management  

73 I would like to have more information about how I could further 

contribute to managing food waste. 

(Lingard et al., 

2000) 

74 In my workplace, we believe food waste management is important. (Lingard et al., 

2000) 

75 I believe, food waste management operates well in our organisation. (Lingard et al., 

2000) 

 Employees’ environmental initiatives at the workplace  

76 At my workplace, I carry out environmental actions and initiatives 

in my day-to-day work activities. 

(Paillé et al., 2013) 

 Operational performance  

77 I believe environmental management helps our organisation to 

extend the operational life of our products. 

(Wagner and 

Schaltegger, 2004) 

 Employees’ organisational commitment  

78 I feel like ‘part of the family’ in my organisation. (Rhoades et al., 

2001; Glavas and 

Kelley, 2014) 

79 I feel emotionally attached’ to this organisation (Rhoades et al., 

2001; Glavas and 

Kelley, 2014) 

80 I feel a strong sense of belongings to my organisation. (Rhoades et al., 

2001; Glavas and 

Kelley, 2014) 

 Compliance with environmental sustainability and food 

strategy at middle management and operational level 

Organisation’s environmental strategy 

 

81 Our organisation’s emphasis is on maintaining environment-

friendly operations. 

(Banerjee et al., 

2003) 

82 Our organisation’s emphasis is on reducing the impact of food 

products and processes on the environment. 

(Banerjee et al., 

2003) 

 Competitive advantage  

83 I believe our organisation can enter lucrative new markets by 

adopting environmental strategies. 

(Banerjee et al., 

2003) 

84 I believe reducing the environmental impact on our operational 

process will lead to quality improvement in our products. 

(Banerjee et al., 

2003) 

 Organisational benefits  

85 I believe my organisation has reduced material and packaging costs 

by adopting environmental management practices. 

(Sharma and 

Vredenburg, 1998) 

86 I believe my organisation has improved goodwill and reputation by 

adopting environmental management practices. 

 

 Environmental strategy and performance  
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87 I keep water taps always perfectly closed when they are not in use. (Aragón-Correa et 

al., 2008; Zhu et al., 

2008; Zhang et al., 

2012) 

88 At my workplace, we separate all the recyclable materials. (Aragón-Correa et 

al., 2008; Zhu et al., 

2008; Zhang et al., 

2012) 

 Economic performance  

89 I believe, in my organisation, the cost of waste management 

decreased due to compliance with environmental strategy. 

(Zhu et al., 2008; 

Zhang et al., 2012) 

90 I believe, the cost for energy decreased due to compliance on 

environmental strategy. 

(Zhu et al., 2008; 

Zhang et al., 2012) 

 Food safety strategy compliance at managerial level  

91 At my workplace, managers make sure all the employees follow 

food safety rules. 

(Neal et al., 2012) 

92 At my workplace, managers stress food safety even when the store 

is busy.  

(Neal et al., 2012) 

93 At my workplace, managers monitor employees so that they follow 

food safety. 

(Neal et al., 2012) 

94 At my workplace, the manager emphasis on effective food waste 

management.  

(Lingard et al., 

2000) 

95 At my workplace, managers emphasise on recycling.  (Lingard et al., 

2000) 

 Food safety strategy compliance at operational level  

96 At my workplace, I follow food safety practices throughout my 

shift. 

(Lee et al., 2013) 

97 At my workplace, I clean and sanitise my work area properly 

because it is my responsibility to do this.  

(Arendt et al., 2011) 

98 At my workplace, I fulfil responsibilities specified in my job 

description in environment-friendly ways. 

(Bissing-Olson et 

al., 2013) 

99 At my workplace, I wash my hands before and after food 

preparation even when the store is busy.  

(Neal et al., 2012) 

100 At my workplace, employees encourage each other to follow food 

safety rules. 

(Neal et al., 2012) 
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Appendix C: Cross Loadings 
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EOC1 0.582 0.270 0.403 0.342 0.348 0.323 0.236 0.256 0.157 

EOC11 0.515 0.288 0.058 0.243 0.350 0.250 0.049 0.125 0.293 

EOC12 0.411 0.143 -0.027 0.171 0.295 0.242 0.075 0.056 0.125 

EOC3 0.789 0.534 0.505 0.442 0.346 0.377 0.355 0.269 0.119 

EOC4 0.588 0.308 0.351 0.287 0.248 0.272 0.323 0.160 0.096 

EOC7 0.445 0.328 0.226 0.203 0.145 0.027 0.170 0.216 0.039 

EOC8 0.553 0.307 0.251 0.247 0.234 0.219 0.074 0.194 0.104 

EOC9 0.568 0.186 0.308 0.266 0.216 0.235 0.114 0.298 0.216 

CESFS1 0.472 0.704 0.448 0.399 0.229 0.181 0.395 0.365 0.275 

CESFS12 0.244 0.518 0.240 0.465 0.200 0.201 0.111 0.262 0.137 

CESFS13 0.309 0.537 0.173 0.184 0.269 0.204 0.160 0.041 -0.021 

CESFS14 0.189 0.474 0.095 0.266 0.096 0.134 0.075 0.102 0.082 

CESFS15 0.330 0.610 0.178 0.254 0.169 0.143 0.171 0.068 0.010 

CESFS16 0.029 0.454 0.074 0.154 0.062 0.021 0.203 -0.062 0.049 

CESFS2 0.541 0.814 0.464 0.436 0.253 0.300 0.334 0.345 0.302 

CESFS4 0.289 0.575 0.064 -0.039 0.037 -0.077 -0.077 -0.067 0.009 

CESFS5 0.214 0.528 0.086 0.094 -0.016 0.020 -0.019 -0.009 -0.003 

CESFS6 0.238 0.506 0.260 0.150 0.030 -0.009 0.055 0.197 0.247 

CESFS7 0.175 0.411 0.098 0.007 0.147 0.041 0.163 -0.015 -0.138 
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CESFS9 0.140 0.469 0.059 0.092 -0.111 -0.066 0.079 -0.022 0.096 

CSR1 0.413 0.268 0.842 0.368 0.274 0.216 0.205 0.293 0.379 

CSR10 0.205 0.173 0.442 0.087 0.135 0.159 0.238 0.031 0.031 

CSR2 0.343 0.189 0.811 0.210 0.050 0.102 0.238 0.203 0.316 

CSR3 0.289 0.225 0.705 0.330 0.050 0.182 0.392 0.200 0.182 

CSR9 0.300 0.387 0.511 0.335 0.135 0.302 0.339 0.240 0.078 

GC1 0.235 0.257 0.402 0.576 0.140 0.173 0.269 0.285 0.290 

GC2 0.248 0.092 0.383 0.592 0.219 0.260 0.221 0.275 0.354 

GC3 0.288 0.228 0.355 0.603 0.305 0.153 0.308 0.348 0.404 

GC4 0.341 0.350 0.313 0.771 0.399 0.577 0.383 0.229 0.153 

GC5 0.360 0.336 0.204 0.804 0.413 0.538 0.324 0.248 0.230 

GC6 0.404 0.254 0.255 0.770 0.370 0.456 0.366 0.406 0.242 

GC7 0.388 0.301 0.246 0.708 0.336 0.483 0.406 0.268 0.120 

IA1 0.425 0.176 0.338 0.563 0.653 0.460 0.342 0.303 0.274 

IA10 -0.293 -0.222 -0.032 -0.201 0.579 -0.275 -0.022 -0.243 -0.148 

IA11 -0.318 -0.069 -0.034 -0.191 0.541 -0.195 -0.106 -0.254 -0.058 

IA2 0.206 0.150 0.119 0.217 0.484 0.181 0.075 0.093 0.010 

IA3 0.298 0.220 0.113 0.349 0.785 0.209 0.117 0.265 0.187 

IA4 0.245 0.044 0.182 0.310 0.763 0.250 0.164 0.404 0.242 

IA5 0.316 0.162 0.204 0.240 0.708 0.192 0.023 0.259 0.184 
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IN1 0.240 0.172 0.389 0.402 0.085 0.196 0.667 0.235 0.151 

IN2 0.243 0.208 0.364 0.325 -0.038 0.105 0.673 0.146 0.142 

IN3 0.144 0.258 0.176 0.193 0.246 0.266 0.786 0.029 -0.087 

IN4 0.010 -0.039 -0.139 0.067 0.190 0.258 0.895 0.066 0.076 

ISH1 0.442 0.319 0.316 0.417 0.364 0.732 0.326 0.062 0.128 

ISH2 0.368 0.254 0.314 0.553 0.334 0.811 0.290 0.197 0.253 

ISH4 0.153 0.062 0.193 0.442 0.230 0.587 0.141 0.329 0.203 

ISH5 0.245 0.004 0.054 0.231 0.254 0.677 0.145 0.106 0.041 

ISH6 0.230 -0.042 0.158 0.319 0.226 0.623 0.211 0.170 0.220 

ISH7 0.117 0.044 0.011 0.292 0.148 0.539 0.151 0.184 0.266 

MH1 0.311 0.263 0.212 0.323 0.295 0.167 0.170 0.868 0.299 

MH5 0.181 0.238 0.247 0.166 0.082 0.097 0.263 0.540 -0.015 

MH4 0.165 0.016 0.182 0.248 0.333 0.063 0.054 0.738 0.349 

MH7 0.171 0.118 0.165 0.244 0.324 0.104 0.114 0.761 0.267 

MH9 0.174 0.145 0.085 0.190 0.211 0.030 0.185 0.528 0.190 

TR3 0.110 0.226 0.398 0.335 0.080 0.099 0.284 0.232 0.729 

TR6 0.047 0.065 0.128 0.203 0.111 0.183 -0.022 0.271 0.696 

TR7 0.137 0.108 0.180 0.136 0.096 0.208 -0.037 0.176 0.642 

TR8 0.261 0.191 0.204 0.286 0.271 0.237 0.134 0.297 0.704 
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Appendix D: Tables of Removed Items (Lower Loadings) 

 

Construct Indicators Loadings 

Moral hazards MH2 0.216 

 MH3 0.240 

 MH6 0.314 

 MH8 0.301 

 MH10 0.256 

Goal conflict GC8 0.213 

 GC9 0.311 

 GC10 0.333 

 GC11 0.303 

Information asymmetry IA6 0.307 

 IA7 0.204 

 IA8 0.327 

 IA9 0.211 

 IA12 0.209 

Information Sharing ISH3 0.310 

Trust TR1 0.345 

 TR2 0.323 

 TR4 0.390 

 TR5 0.350 

Incentive IN5 0.321 

 IN6 0.270 

 IN7 0.290 

 IN8 0.311 

 IN9 0.205 

 IN10 .224 

CSR Practices CSR4 0.221 

 CSR5 0.263 

 CSR6 0.395 

 CSR7 0.382 
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 CSR8 0.298 

Commitment EOC2 0.397 

 EOC5 0.232 

 EOC6 0.249 

 EOC10 0.290 

Compliance CESFS3 0.386 

 CESFS8 0.302 

 CESFS10 0.293 

 CESFS11 0.298 

 CESFS17 0.250 

 CESFS18 0.324 

 CESFS19 0.378 

 CESFS20 0.291 

 

  



 

234 

 

Appendix E Constructs and Aspects with Supported Literature 

 

Construct Aspects Literature 

Moral Hazards (H1) Hygiene Food Handling (Young et al., 2015; 

Griffith et al., 2010; 

Wu et al., 2013) 

Employees’ Environmental 

Concern  

(Tudor et al., 2007; 

Schwartz et al., 2010) 

Workload Pressure (Guldenmund, 2000) 

Job Satisfaction (Togia et al., 2004; 

Turkyilmaz et al., 

2011) 

Work Environment (Lin et al., 2009; 

Onkila, 2015) 

Goal Conflict Employees’ Support for 

Organisation’s Environmental 

Commitment 

(Chan, 2011; Clayton 

and Griffith, 2008) 

 

Intend to Follow Food Safety 

Practices 

(Roth and Clifton, 

2004; Griffith et al., 

2010). 

Support to Organisational Goal (Alamsjah, 2011). 

 

Reluctance to Change and Work 

Schedule 

(Hanaysha, 2016; 

Clayton and Griffith, 

2008 ) 

Information 

Asymmetry  

Food Safety (Subratty et al., 2004; 

Chong and Eggleton 

(2007; Luu et al., 2017) 

Temperature Management for 

Food Quality 

(Koutsoumanis and 

Gougouli, 2015; Aung 

and Chang, 2014) 

Employee Turnover (Peterson, 2004; 

Perryer et al., 2010) 

Environmental Orientation and 

Pro-Environmental Behaviour of 

Employees 

(Meyer and Smith, 

2000) 

Information 

Sharing  

Support to the Colleagues on 

Environmental Issues at Work 

(Dahlgaard-Park, 2012; 

Zeffane et al., 2011; 

Nyaga et al., 2010; 

Henry and Dietz, 2012) 

Organisational Food and Safety 

Information Sharing 

(Daily and Huang, 

2001) 

Incentives Information (Mulvey et al., 2002) 

Transparent Information with 

Quality and Speed 

(Griffith et al., 2010) 

Trust  Food Handling and Safety (Hess and Story 2005; 
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Zeffane et al., 2011) 

Trust in Top Management and 

Line Managers 

(Tan and Lim, 2009) 

Trust in Colleagues (Kwon and Suh, 2005; 

Suh and Kwon, 2006) 

Food Service Employees’ 

Knowledge and Behaviour 

Malhotra et al., 2007 

Incentives Pay and Incentives (Sweins and Kalmi, 

2008; Haar and Spell, 

2004) 

 Food Safety Training (Al Emadi and 

Marquardt, 2007; 

Roberts et al., 2008) 

 Employees’ Wellbeing (Tomlinson, 2002) 

 Organisation’s Environmental 

Ambitions 

(Haar and Spell, 2004; 

Malhotra et al., 2007) 

CSR Practices Top Management Environmental 

Commitment 

(Le et al., 2009; Kim et 

al., 2010; Hofman and 

Newman, 2014) 

 Employees’ Recycling 

Knowledge, Energy 

Consumption Behaviour and 

their Intention to Follow 

Recycling Policy 

(Peterson, 2004; 

Brammer et al., 2007; 

Stites and Michael, 

2011) 

Employees’ 

Organisational 

Commitment and 

Compliance 

Employees’ Environmental 

Understanding and Initiatives in 

the Workplace 

(Ellerup et al., 2009; 

Mesmer-Magnus et al., 

2013; Davies et al., 

2011) 

 EMP Advantages to Operations Nath and Ramanathan, 

2016) 

 Employees’ Intention to Follow 

Food Waste Management 

(Betz et al., 2015; 

Papargyropoulou et al., 

2014) 

 Employees’ Organisational 

Commitment 

(Rettab et al., 2009; 

Glavas and Kelley, 

2014) 
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