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“Throughout the past three months we have pulled together to protect our customers and colleagues, to feed the nation and to navigate the business through the COVID-19 pandemic.” 
Sainsbury’s Chairman Martin Scicluna
Annual Report and Financial Statements 2020.


The COVID-19 pandemic has had a significant impact on our business since early March. We have had three clear priorities throughout: keeping our customers and colleagues safe; helping to feed the nation; and supporting our communities and the most vulnerable in society. 
Mike Coupe, Sainsbury’s (ex) Chief Executive Officer.

[bookmark: _Toc61038155]Executive Summary.
This report critically analyses the response to the current COVID-19 pandemic from Sainsbury’s, with reference to managing employee relations at the Bridgend Store.
A review of the literature shows that successful organisations have and will use effective communication and engagement strategies to achieve company objectives whilst maintaining positive employee relations. 
The research also highlights the business case for cultivating a strong and legitimate ‘employee voice’ which should be incorporated into decision making, particularly in such unpredictable and changing times.
Recommendations are set out to improve line manager skills and expertise when encouraging trust relationships with employees to reduce conflict and build engagement. Further recommendations are made to encourage true employee voice through excellent communication and effective change management.
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[bookmark: _Toc61038156]Introduction.
Employee relations (ER) has replaced the term industrial relations to describe the relationship between employers and their employees. ER today, is concerned with the individual and collective dynamics in the workplace. It is claimed that a climate of positive ER including employee involvement and engagement will help to achieve business outcomes and support employee well-being (CIPD, 2020b).
The aim of the study of ER is the desire to understand and more effectively manage the employment relationship. The relevance of such studies has been questioned as the influence of trade unions has lessened but the nature of ER remains as important as ever. Employee grievances must still be addressed, disciplinary processes followed, and the workers voice needs to be heard (Bennett, et al., 2020).
In the 1970s, more than half of all workers were in a Trade Union (TU). The figure today is closer to one fifth with older, higher earners making up the memberships rather than low paid workers. This decline in TU’s influence has encouraged the working relationship to be managed through more transparent practices and relevant law (RSA, 2020a). The percentage of workplaces with at least 25 employees that recognize unions has also declined from 66% in 1984 to 42% in 1998 (Ross, 2013).
Between January 1999 and March 2010, 34 trade unions entered the certification list in the UK for the first time. This could have implications for a revitalization of the unions if innovative features and services are provided to draw on multiple social groups (Ross, 2013). Reversing the decline in TU membership can be seen as a good work objective and critical to how organisations adopt new technologies and address challenges (RSA, 2020a).
Work remains central to employees and wider society and huge importance can be placed on understanding the forces that shape it. The ability to anticipate changes in ER is a vital requirement in organisations. Tensions may lie under the surface and emerge during times of crisis or change (Colling & Terry, 2010). 
The COVID-19 pandemic has increased the potential for conflict within organisations. The challenges for ER include health and safety, operational shifts, major impacts on individuals, caring responsibilities and redundancies. There is also an increased potential for conflict among employees as tensions and uncertainty rise. The need to consult and communicate with the workforce is greater than ever (CIPD, 2020b). As the pandemic continues to drive societal and organisational shifts, leaders have the opportunity to design the future of work and build on the lessons learnt and practices put into place during the ongoing crisis (Deloitte, 2020b). With the latest government figures estimating one in fifty people in the UK being infected by the virus, how organisations respond and communicate with employees will be vital in the coming months and beyond.
Since being founded in Drury Lane, London in 1869 by John James Sainsbury, Sainsbury’s has become one of the UK’s largest supermarket chains with over 27 million customers a week. Sainsbury’s has continued to trade throughout the pandemic amid changing guidelines and constant updates to ‘feed the nation’ at the frontline of the fight against the virus. Sainsbury’s recognizes two trade unions. These are the Union of Shop, Distributive and Allied Workers (USDAW) and Unite. This relationship has long been entrenched in company culture and many meetings are archived which discuss a commitment from the company and the unions to work together in a spirit of cooperation to benefit colleagues, shareholders, and customers. This is to be achieved through mutual respect, openness, and trust (Sainsbury, 1974).
The aim of this report is to critically analyse the response to the COVID crisis with reference to the effect this has had on employee relations at Sainsbury’s as a whole and at the Bridgend Store. The report will provide the context for this analysis against theories of ER and the wider Macro influences of the current day. After using a review of the relevant literature, recommendations will be made to support improvements in employee commitment and engagement to take the organisation forward successfully in the ongoing crisis.     

[bookmark: _Toc61038157]Literature Review.
This literature review aims to analyse the response to the COVID 19 pandemic by Sainsbury’s and the impact of this on employee relations at Sainsbury’s, Bridgend. It is also the intention to consider how successful organisations are utilizing effective communication to promote employee well-being and encourage engagement.
[bookmark: _Toc61038158]1.The Global Pandemic.
On March 23rd, 2020, the UK went into lockdown. The government forced sections of the economy to close to prevent the spread of COVID-19 (Wallace & Morgante, 2020). This is a global issue. In March, more than a third of humanity was in lockdown. By April, 1.6 billion workers were in danger of losing their livelihoods (Deloitte, 2020b). As a business offering the essential commodities of food and drink, Sainsbury’s, alongside other shops and supermarkets has continued to trade amongst the continuing pandemic. In an article written at the start of the first lockdown, Osbourne optimistically writes about the potential for good to come from COVID-19 as supermarkets get the chance to show their well-honed logistical skills to feed the nation (Osbourne, 2020). How they perform will be the test.
As Corona spread, it is argued that companies showed their true colours, both good and bad. Claiming that nothing reveals character as well as a crisis, The Corporate Rebels call out ‘bad’ organisations for utilizing micromanagement techniques based on control and distrust. On the flipside of this, they acknowledge shining lights who have supported employees, customers, suppliers and communities (Morree, 2020). Articles in Wired magazine also illustrate the heroes and the villains of the situation (Wired, 2020).  A standout example would be Gravity Payments CEO Dan Price who avoided lay-offs by taking no salary himself and engaging with all workers who volunteered to take a 20% pay cut thus avoiding job losses. This was in sharp contrast to Boeing who paid their CEO $80.7m on exit that would have covered the salaries of 939 people (Morree, 2020). The current crisis will continue to push companies towards losses and how they deal with it will define them. The CEO of Sainsbury’s changed in June, 2020 as Simon Roberts took over from Mike Coupe with both enjoying a basic salary of £875,000 although Coupe had waived any bonuses during the pandemic.
The UK government’s response to the pandemic has received criticism from foreign media for its confusion and internal divisions which are set to create a crisis as big as BREXIT for the UK. At the time this was reported, the UK had the worst death rate in Europe and the NHS was seen to be under funded and struggling (Wintour, 2020). Assessments of national responses should include policy action, monetary responses and social assistance. The long-term mental health impact of the pandemic are likely to last longer than the infection itself (Kousoulis, 2020).
In July, new rules made face masks mandatory in all shops and two million fewer people visited grocery stores and supermarkets than expected with half of consumers saying they did not feel safe in stores. The aim of the face mask guidance was to reduce the risk of spreading the virus and boost customer confidence to get the economy moving (Foy, 2020). Sainsbury’s communicated to stores that face masks were to be offered to customers not wearing them but not enforced due to their inclusive policies and some people being exempt. This decision continues to evoke widespread upset and anger on internal social media forums as colleagues feel the company are favouring customers feelings over their safety. 
This might remain a bone of contention as new data suggests that supermarkets and schools are the most common places to be infected. Public Health England have warned that of confirmed cases, 18.3% of people said they had been to a supermarket leading up to their test. The chief executive of the British Retail Consortium, Helen Dickinson maintains that retailers are following safety guidance to make their premises COVID secure (Penna, 2020). Sainsbury’s continue to encourage customers to keep a 2 metre distance from others, limit the number of people in store, provide sanitising stations and provide masks and till screens. The impact of working through such challenging times is having an effect on colleagues whose feedback is they still feel unsafe at some point in their shift and this has a knock-on effect on the employee relationship as will be discussed within the findings of this report. 

[bookmark: _Toc61038159]2.The Concepts and Processes of Employment Relations.

[bookmark: _Toc61038160]2.1 Employment Relations in the UK.
The nature of the employment relationship has long been linked to the bargaining power of those involved. This is mainly an unequal relationship where the employer is the most powerful. They have the authority as the employer can replace the employee more easily than they can find work (Bennett, et al., 2020). The employment relationship is dynamic and often driven by a coexistence of conflict and cooperation in varying degrees. This viewpoint maintains that there is underlying conflict of interests at all times but it is not always apparent (Colling & Terry, 2010). 
The contract of employment is enshrined in UK law and is based on the assumption that employee will obey reasonable instruction. The gap in the contract of how the actual work is performed is filled with ER (Bennett, et al., 2020). The notion of the psychological contract has also been discussed more regularly. This has been subject to much debate and can be argued that it is an ideologically based concept on the side of managers (Cullinane & Dundon, 2006). 
In addition to the law of contract, legislation is in place to ensure certain statutory employment rights are upheld. The Employment Rights Act, 1996 covers what is possible under a fair dismissal and The Equality Act, 2010 covers discrimination and equal pay (CIPD, 2020b). Collective relationships are also governed by for example, The Trade Union and Labour Relations Act, 1992 addressing collective bargaining and redundancy consultation. The Trade Union Act, 2016 includes legislation on ballots, industrial action and the functions of the certification officer (UKGovernment, 2020).
[bookmark: _Toc61038161]2.2 Theoretical Approaches.
A more traditional Industrial relations approach can be seen to be returning as the wider range of actors is addressed. It is argued that alternatives such as HRM are narrower in view as they reduce workers to being one of several resources. A wider perspective will provide the basis for analysing changes affecting work today (Colling & Terry, 2010).
There are several conceptual approaches that support how employment relations can be better understood. These are outlined in the table below taken from the book, Managing Employment Relations by Tony Bennett, Richard Saundry and Virginia Fisher (Bennett, et al., 2020).
[bookmark: _Toc60908960][bookmark: _Toc60908979]Table 1 Theoretical Approaches to ER
	Systems Theory
	Marxist Approaches
	Frames of Reference

	
Web of rules

	
Asymmetry of power between labour and capital

	
Unitarist:
Workers and 
Managers united by common interests and values, enterprise is harmonious


	
Employment relations 
(employers/employees/
State)

	
Fundamental and irreversible 
Conflict of class and economic interest shapes the nature and conduct of ER
	
Pluralist:
Recognising differing interests in the employment relationship:
Conflict channelled through institutions


	
Environment and context

Ideology

	
An increasing power struggle is an essential feature of ER.
	
Radical:
Gross disparity of power between the employer and the individual employee




Arguably the most widely used framework is that of Alan Fox, who started using his classic formation in the 1960s and introduced his ‘frames of reference’ (Bennett, et al., 2020). The lines of division caused by opposed perspectives on work have often been commented upon and can be seen as a contest of attack and defense (Heery, 2016).
The unitarist perspective upholds the notion of shared interests between the employer and the employee providing the basis for cooperation at work. In contrast, pluralists see organisations as coalitions of opposing interests where relations are balanced by conflict resolution. Lastly, the radical view assumes fundamentally opposed interests are at play due to the exploitation of workers by the powerful. Radical believe this state should not be reconciled as this will only mask the exploitation (Heery, 2016).
For the purposes of this report, it is useful to discuss the approach inherent at Sainsbury’s and particular at store level. The fact that Sainsbury’s recognizes two unions compounds their pluralist style. These days however, the union representatives are used more for moral support at disciplinary hearings than to bring about any major changes. Formal processes and procedures are utilized to maintain the working relationship, and this is, overall accepted by colleagues as the way things are. 
The management structure at Sainsbury’s Bridgend consists of a Store manager and an Operations managers who are supported by several customer trading managers (CTMs). The chain of command is ultimately top down although there is a degree of autonomy enjoyed by the CTMs regarding the day to day running of their departments. The CTMs perform the line manager functions when dealing with ER for their teams with the support of head office filed teams where necessary.
There is a need for organisations to provide better training for their line managers in managing conflict and difficult conversations to improve the state of the ER (CIPD, 2020b).
The influence the front-line manager has on ER also depends on their style of management which can be seen as affecting behaviours and outcomes (Kilroy & Dundon, 2015). There is a mixed dynamic of ER interaction at the Bridgend store as CTMs bring their own styles to the job and this can have a direct affect on the immediate culture and ER. Ultimately, all managers are bound by company methods and policies and the subsequent recommendations of this report will be aimed at company level to offer lasting solutions to healthy employee relations.

[bookmark: _Toc61038162]3. The Dynamic Context of ER.
Bennett et al argue that the most recent changes in the political and economic environment o the UK could drastically reform ER (Bennett, et al., 2020).
External forces exist that influence work and ER which can be best analysed using a PESTLE framework (CIPD, 2018a). For the purposes of this report, it is not possible to examine every Macro factor affecting Sainsbury’s and their decision making during the current pandemic. A summary of the main ones will follow.
[bookmark: _Toc61038163]3.1 BREXIT.
The UK is no longer a member of the European Union. EU legislation as at 31/12/20 is now part of UK domestic legislation controlled by UK’s Parliaments and Assemblies (UKGovernment, 2020). After months of uncertainty, the UK has secured a deal to accompany their exit from the EU although the details and the effects of which are yet to be revealed (Cheese, 2021). The end of the transitional period will mean the end of free movement of people and goods to and from the EU (CIPD, 2020a).
The political uncertainty is undoubtedly linked to potential tensions within ER with some arguing that the leave outcome itself was brought on by the issue of today’s labour market inequalities (Bell & Machin, 2016). External factors can also have a strong effect on the psychological contract depending on the individual (CIPD, 2020c).
[bookmark: _Toc61038164]3.2 Technology.
There has been a clear impact of automation on the UK’s retail sector. New sources of demand have been established by digital technology which has transformed supply chains, business models and the retail labour market (RSA, 2020a). This, alongside the COVID-19 pandemic has resulted in an economic slowdown as there is a shift from customer service roles to logistics and distribution. The job of van driver has now become one of the fastest growing of the decade (Wallace & Morgante, 2020).
[bookmark: _Toc61038165]4. Managing ER, Engagement and Voice.

[bookmark: _Toc61038166]4.1 Managing ER Strategies.
The question of who manages ER and what they manage remain much discussed. As the HR role has shifted towards that of business partner, many argue that there is a lack of experience when dealing with ER (ResearchGate, 2019). 
The quality of ER can be defined by the interaction between employers, employees (and their representatives) and the state. The roles of managers and owners have been found to be similar as they follow related view (Bennett, et al., 2020). Employees can strengthen their powers of negotiation by acting collectively, the main way this is done is with trade unions. Unions enjoy a collective voice in the form of the TUC, established in 1868 and still play an influential role in ER despite numbers dropping from 13 million members in 1979 to 6.35 million in 2018 (Bennett, et al., 2020). The state plays a large role in ER as the largest single employer in the UK but also by providing the legislation and the framework to enforce those laws. Acas, established in 1975 also play their part by offering advice and training as well as developing codes of practice (Acas, 2018).
HRM can be seen as engaging with activities associated with the management of employee relationships alongside improving the effectiveness of the organisation. Practitioners support business goals but also build relationships with employees by encouraging trust (Armstrong, 2016). 
In Sainsbury’s stores, this function is largely performed by the CTMs who engage with colleagues and work towards achieving company goals and targets. Unlike smaller companies, Sainsbury’s have maintained specialist HR roles to support the CTMs. The HR function is split into change management, talent management and ER so relations are managed as fairly as possible with individual line managers taking on the role.
Townsend argues that both HR and ER roles relate to manage people in the workplace and organisations need to support line managers in their ER role (Townsend, 2013). He also believes that the greater their skill in ER matters, for example resolving grievances, the more influence they will have over increased productivity and positive cultures that will benefit everyone involved (Townsend, 2013).
Growing societal expectations and greater worker power have put human and environmental concerns high on the agenda (Deloitte, 2020a).. The notion of the social enterprise can be seen to have come alive during the COVID crisis. Proposals for a more human-centred relationship between individuals and organisations as well as between organisations and society are fore front (Deloitte, 2020a). The crisis has offered us an opportunity to nurture growth and embrace the social enterprise in the months and years to come (Deloitte, 2020a).
[bookmark: _Toc61038167]4.2 Engagement and Employee Voice.
Writing in 2009 as the recession continued, in a report requested by the UK government Macleod and Clarke highlight the importance of employee engagement. They argue that engagement is key to a good relationship between employee and employer and can transform performance and profitability (Macleod & Clarke, 2009). They highlight four enablers to engagement, leaders providing a strategic narrative, engaging managers, employee voice and integrity (Success, 2020).They conclude that it should be a top consideration for every leader to positively encourage their workforce to perform at its best. At the time of the report, Macleod and Clarke sited several businesses as achieving this namely John Lewis, Tesco, Sainsbury’s, Toyota, O2 and Google (Macleod & Clarke, 2009).
Google have been announced as Fortune best company to work at five times. They set up weekly meetings for all, have tech talks each month, enjoy dogs at work and free meals (Bock, 2016). The philosophy at Google is that culture is everything and if you give people freedom, they will excel. 
Netflix have also explored alternative methods to motivate and create great teams. Writing about their experiences, Patty McCord believes that creating a culture is about identifying the desired behaviours and then instilling the discipline of actually doing them (McCord, 2017).    
The CIPD maintain that one of the most established influences on engagement is being empowered to make one’s job more meaningful. The quality or relationships and management support are also high on the list (CIPD, 2019a). There is a strong business case for engagement as a means of building trust, involvement and purpose for long lasting results.
As one of his HR predictions for 2020, Perry Timms argues that energy should overtake engagement as the key to sustainable performance. He says that energy is essential for performance but also for our whole well-being (Timms, 2020). 
The Sunday Times Top 100 Companies to work for survey found that feeling listened to and that being acted upon was the most important factor in employees’ decision (Macleod & Clarke, 2009).
Employee voice is more than simply allowing workers to have their say. It is about establishing channels of communication and arrangements for consultation that allow employees to be actively involved in decision making (Acas, 2019). When encouraged alongside union representation, true employee voice could also provide potential for revitalising the unions (ResearchGate, 2019).
[bookmark: _Toc61038168]Findings.
Any evaluations of responses to COVID-19 should not ignore the role of the pandemic as a long-term force for change. There are complex variables within all organisations that shape the impact of the public health crisis (Kousoulis, 2020). The pandemic has spread to the most vulnerable and lockdown measures have been universal, exposing social and health inequalities. Several governments have encouraged personal responsibility over intervention, suggesting a future less free (Kousoulis, 2020). 
The United Nations have urged countries to ‘build back better’ by turning their recovery into an opportunity to act more sustainably to make things right for the future. This restart is a window of hope giving nations and organisations a chance to make the 21st century cleaner, greener and safer (UnitedNations, 2020). 
The future of the social enterprise puts the interests of people and the planet ahead of shareholder gain. There is massive potential for positive social change. Alongside this is a shift towards individual empowerment and advocacy in workers relationships with their employers (Deloitte, 2020a). In 2018 and 2019, people went on strike in numbers not seen since the 1980s, calling for changes from better working conditions to gender pay equality.
The pandemic has brought on an economic slowdown and resentments that some might channel into protest. Strikes could become more common aided by a new breed of unions with a mission to represent the interests of low paid workers (RSA, 2020a). Sections of UK workers have become trapped in low skilled, low paid jobs with job losses in industries underpinned by consumer spending such as retail and hospitality. 
The RSA uphold the principles of good work as economic security, well-being, growth, freedom and nurture and their aim is for these to be available to all (RSA, 2020a). How organisations respond to the COVID crisis and beyond will shape the future of work.
To illustrate Sainsbury’s response, a SWOT analysis will be used (see appendix). 
Sainsbury’s strength lies in its values. One of these is to make a positive difference to the community.The ‘big 4’ supermarkets have been involved in many charitable activities and supported their communities throughout the pandemic. Sainsbury’s colleagues and customers have continued to donate millions of items to their local foodbanks and the company matched donations over Christmas up to £4 million and gave stores a budget of £1 million in total to contribute to local charities. 
This decision went a long way to boost colleague morale at a time when the workload was high, and safety was a major concern.
There were weaknesses in some of the responses Sainsbury’s utilised during the pandemic. These are listed in the SWOT grid and mentioned in the following conclusion.
As discussed above, there are national and global opportunities brought about from COVID-19. Sainsbury’s have a massive opportunity now to manage change with open communication and keep colleagues engaged. They have worked right through the crisis with no furlough scheme, no option to work at home, had to juggle childcare and home schooling with family and caring duties. They are engaged enough to come to work and provide amazing customer service and support each other and the organisation but there is room to expand on this and truly motivate people to feel valued and worthy of huge recognition. 
There are plenty of threats to any business and Sainsbury’s is no different. Apart from the traditional competitors of Tesco, Asda and Morrisons there is ever increasing danger from the discount stores like Aldi and Lidl. 
The edge will be achieved by customer loyalty and great service presenting the best and now safest customer experience. Having an energized and engaged workforce will be essential in the current crisis which looks to be here for many months to come. 
[bookmark: _Toc61038169]Conclusion.
Sainsbury’s key priorities throughout the pandemic have been keeping customers and colleagues safe, helping to feed the nation, and supporting communities and the most vulnerable in society (Sainsbury's, 2020).
There have been many positive results in how Sainsbury’s have responded to the COVID-19 crisis. 
800,000 vulnerable customers were given the opportunity to book priority online shopping. Their online capacity has gone from 340,000 weekly orders and they are working towards a figure of 600,000 slots per week. 
Sainsbury’s effectively organised queuing systems outside stores and continue to monitor the number of people in stores, limiting entry where necessary. Stores are sanitized as well as baskets and trollies. Safety screens have been installed and masks and hand sanitizer are provided. Smartshop handsets and App are promoted to limit customer and colleague interaction.
In the initial stages of the pandemic, Sainsbury’s provided 12 weeks full pay for the extremely vulnerable, vulnerable and those living with extremely vulnerable people.
Thank you payments, of 10% of monthly pay was awarded from March to April and again in November to December. 
Sainsbury’s donated £3 million to Fareshare. They matched customer donations for Comic Relief raising over £4 million. They introduced essential grocery items into WHSmith hospital stores and sold The Big Issue on behalf of vendors who were unable to work.
The company communicated changes and expectations effectively for the first three months of the pandemic with the support of a specially set up incident response team and under the leadership of CEO Mike Coupe. 
Colleagues employed to work on fresh counters selling meat, fish and deli products were redeployed in other areas of the store such as manning the door and filling the shelves with much needed replenishment stock. Similarly, café and hot food counter colleagues were utilized in other areas and supported on tills and shopfloor. 
At the start of the pandemic, this was accepted as a necessary temporary step and colleagues willingly took to their new roles. After months of performing their new ad hoc responsibilities, people became unsettled and anxious as to what the more permanent outlook would be. This is when the company communication slowed down and well-being was affected. It took until September for plans to filter through to stores of reopening hot food counters and also the café which then had to close again. 
The decision was announced in November that the fresh counters would not be reopening and affected colleagues will be consulted with in early 2021. This move has been widely discussed on the company internal social media platform ‘Yammer’ and is the one of the biggest factors affecting colleague motivation and engagement alongside the safety aspect of working in an environment with large numbers of the public on a daily basis. Unite called for Sainsbury’s to redeploy the threatened counter workers saying that they needed to engage more constructively with the union going forward as the news had come out of the blue which was unacceptable (Unite, 2020).
During this time, the line managers (CTMs) in stores were also dealing with constant changes and the added anxieties of the unknown virus and how it could affect them and their families and friends. 
The annual engagement survey was still rolled out although the results were not well circulated. Each store has a great place to work team that meet each period with national meetings being held four times a year. The claim from Sainsbury’s is that this mechanism has a ‘strong voice in the business’ but meeting outcomes are rarely discussed or resulting changes published.
[bookmark: _Toc61038170]Recommendations.
The CIPD urge employers to train and support line managers in areas such as teamworking and change management as the basis for motivation and commitment of employees (CIPD, 2020b).
Organisations that regularly engage with staff though employee forums are better prepared when situations arise that need reconciling (Gordon, 2020).
After considering the analysis of how Sainsbury’s have responded to the COVID-19 pandemic, the following recommendations are made with a view to improve colleague engagement in the future.
[bookmark: _Toc61038171]1. Ensure Managers are Engaging.
Create an environment where all managers in store are supported to positively enhance the culture of the organisation by empowering their teams, developing people and rewarding success.
Managers themselves need to be engaged and committed to the organisation displaying behaviours that are consistent with the values of the company. They should be well equipped to hold honest conversations and deal with conflict. 
Clear expectations should be always set and each colleague treated with fairness and respect. A successful manager will achieve their goals and targets through their teams. 
This will require further training. Sainsbury’s already have Elearning modules on leadership and engagement as well as how to have honest conversations. This should be enhanced with face to face sessions at socially distanced venues to raise the importance of engaging with colleagues and the effect this can have on discretionary effort and overall results.
The cost will be minimal as most of the materials are readily available. The recommendation would be that a member of the talent team either visit stores to hold sessions or Teams calls set up with CTMs from a number of stores at a time. This method is already used for training intiiatives so the main cost would be the expenxe of the CTM not doing another task whilst on the call or performing subsequent activities.

[bookmark: _Toc61038172]2. Embed Effective Employee Voice.
The views of colleagues should be sought out and listened to so that they see their opinions count and feel they make a difference. 
The great place to work (GPTW) representatives are already in place but they can be utilised more effectively. Ensure lines of communication are open and encouraged so colleagues can present ideas on any number of matters they feel are important. This should not be regulated or limited to the company’s agenda for the meetings and most importantly any questions should be answered with action points relayed back.
The pandemic has instigated hundreds of discussions on Yammer, the company social media forum. Colleagues are quite candid in their approach to using the medium and are often expecting responses. 
The mechanisms are already in place so colleagues would know how to use the format already. The cost for monitoring, replying to and feeding back on messages would depend on who was responsible and how many people were needed. The dividends for employee engagement should far outweigh the costs and the company culture would be more agile and ready for change.






    
[bookmark: _Toc61038173]Appendix 1: A SWOT Analysis of Sainsbury’s response to COVID-19.
	Strengths:
· Daily communication at start of pandemic with strong voice from CEO at the time.
· Quick reactions to changing information.
· Strong trading position and targets met.
· Redeployment around changing roles.
· Increased online presence and 1000s of elderly and vulnerable customers offered home delivery slots.
· Supporting NHS staff and E&V customers to have priority shopping access.
· Charitable work thrived and supported local communities.
· Colleagues paid £9.30 per hour which is highest rate of the major supermarkets and above the national living wage of £8.72 (Foundation, 2020).
	Weaknesses:
· Well-being initiatives introduced but colleagues needed more. Most wanted to talk to someone about how they were feeling but resources were stretched due to peak demand for goods.
· Customers not made to wear face coverings and colleagues feeling unsafe
· Seemingly last minute decisions being made regarding certain areas of store closing e.g. café and counters.
· Lack of clarity regarding roles as the situation changed and people’s jobs as they were before no longer existed.


	Opportunities:
· Create an agile culture by handling change management with transparency.
· Improve engagement by listening to opinion (Yammer)
· Support managers to enable and motivate through times of change and develop themselves.
· Continue to build links with the community and support charities in hardship. Especially hospital staff, care homes and schools.
· Utilise strong trading position to ride the storm and come out stronger by offering customers a safe and efficient shopping experience.

	Threats:
· Other supermarkets. Market share as at December 2020:
Tesco 27%, Sainsbury’s 15.3%, Asda 14.4% and Morrisons 10.2% (Statista, 2021).
· Popularity of discounters such as Aldi and Lidl.
· Post Brexit uncertainty/regulations/new trade deal.
· Supermarkets lowering prices.
· Increased volatility in grocery retail market.
· Union intervention and legal implications if change management/ consultations handled badly.
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