


Executive summary 


Home bargains is a national company specialising in discount products. Currently privately owning 400+ stores and employing over 17.000 staff members with plans to grow to 800+ stores and over 30.000 staff members (T.J. Morris, 2019), understanding and managing employee engagement is key to minimising the risk gender bias can have on an organisation. 
With specific legislation taking effect, for example, the equality act and gender pay gap, it is a companies’ responsibility to be at the forefront of change and be aware of any hostility in the workplace. The equality act 2010 and the revised gender equality act 2014 prohibits any behaviour that is deemed unfair or biased that is based on a person’s gender (Gender equality act, 2014, Equality act, 2010). This report critically evaluates harassment within Home Bargains as a barrier to employee engagement. 
Home Bargains are currently at a disadvantage within their sector, lack of initiatives, training and inclusion show employee engagement and voice are suffering. Employment relations is the core of good human resource management. Employee commitment and engagement is the focus and goal for employment relations managers to gain a higher level of organisational performance. The Kingston report and Building employees relation survey (Gennard & Judge, 2016) noted motivational and engagment factors are incresingly similar. Employers need to isolate whether their employees are intelectually engaged, affectively engaged or socially engaged. 
Home bargains management style is traditional for the retail industry however, the syle usually becomes a template for employee expectation. Home Bargains lower level staff lack engagment. Disengagment is a costly factor to consider specifically when studies have shown profits can increase from effective engagment and employee voice . 
Legislation and ACAS promise fair and best practice. Loss of union representation has left employees and businesses vulnerable to costly tribunals. Dundon & Gollan, (2007) conceptual map in comparison to current views by the CIPD, (2019), Child, (1997) and Gennard & Judge, (2016) the current trade union situation in the UK has been put into place by government, however with the unstable economic issues companies must prepare for change. The maturity model gives managers a simple process to follow, this in conjunction with the Gallup survay to ensure best practice to improve employee engagment in line with the views of Graber (2015). 
.The ability to be honest to an employer is stunted by fear of repurcussions. The repurcussion is usually the threat of job security, in my experiance Home Bargains only offer part time contracts for individuals, stress regarding job security can affect engagment and job satisfaction.
Effective employee voice allows for increased motivation and well-being, as well as increased productivity and growth for the organisation. Employees thoughts and feelings protect their phycological saftey and open communication will allow for minimisation of power dynamics and negativity towards indivuduals, historically this is where harrassment can begin.  Overall, If Home Bargains can get employees believeing in their cause and supporting eachother at different levels the competitive, unfair behaviour and harrasment will stop. It is the managers responsibility to ensure employee engagment is at least a consideration to build trust and fairness within the organisation from store level. Voice will give employees more information and Home Bargains would benefit from group breifings, questions, survays and open dialogue rather that the email format they currently undertake. Social media should also be taken into consideration as another platform to communication. Skeptically, historically in Home Bargains initiatives surrounding engagment are put into place and left to run themselves so critically as a company long term reccomendations would be benificial with targets for managers. 
Recommendation 1 - Employee engagement at store level 

As a short-term solution, introducing training at store level of what employee engagement is and how managers can positively implement initiatives and communication. This can be implemented within one-month. The costings will be minimal to nothing, as this training would take place whilst employees and managers are working. This would be a good place to start whilst recommendation two is put into effect. 
Recommendation 2 - Employee Engagement Survey 
An employee engagement survey would give clear information regarding the status of the company and its employees, using this confidential format everyone can take part without fear of repercussions. As a long-term solution, considering the recommendations and correct process this would allow for a fair honest form of data collection. The original survey would take up to two months to undertake and then re-done every year. The costings would be ongoing, and it would be beneficial to research external sources to undertake the survey, costing’s can then be analysed in detail.  
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1.0 [bookmark: _Toc6317139]Introduction 

Home bargains is a national company specialising in discount products. Currently privately owning 400+ stores and employing over 17.000 staff members with plans to grow to 800+ stores and over 30.000 staff members (T.J. Morris, 2019), understanding and managing employee engagement is key to minimising the risk gender bias can have on an organisation. 
With specific legislation taking effect, for example, the equality act and gender pay gap, it is a companies’ responsibility to be at the forefront of change and be aware of any hostility in the workplace. The equality act 2010 and the revised gender equality act 2014 prohibits any behaviour that is deemed unfair or biased that is based on a person’s gender (Gender equality act, 2014, Equality act, 2010). 
After an analysis of Home Bargains, the main area of concern for Home Bargains is harassment. This report will offer a critical evaluation of this issue in detail and demonstrate how harassment affects the retail environment in which our colleagues and staff are functioning. This report will outline the theory behind the problems and apply them to Home Bargains. It will then make valid recommendations in detail on how these issues can be overcome before they further affect the company. 


This report will aim to answer the following, 
[bookmark: _Toc6317140]1.1 Aim

To critically evaluate harassment within Home Bargains as a barrier to employee engagement. 

[bookmark: _Toc6317141]1.2 Objectives 

1. Examine the current economic climate surrounding harassment in the retail industry. 
2. Isolate employment relations theories to understand how employee engagement affects the organisation.
3. Analyse information collected and recommend how Home Bargains can ensure employee engagement by understanding the risks surrounding harassment. 







[bookmark: _Toc6317142]2.0 Main Body 

[bookmark: _Toc6317143]2.1 Employment relations

The role of an employment relations human resource manager is to develop an understanding of the organisations goals and targets; isolating ideas and observations and analyse the results (Gennard & Judge, 2016). In order to understand the effect harassment has on Home Bargains this report will take the view of a managing consultant regarding employee engagement, this report will then isolate the issue, analyse the results and then recommend how the human resources team can positively combat the issue. 
As defined by Gennard & Judge, (2016) employee engagment is “a general approach to managing organisations that aims to stimulate more effective employee involvement and commitment in order to acheve high levels of preformance”. 
Employment relations is at the core of human resource management. Employee commitment and engagement is the overall goal for employment relations managers to create a higher level of organisational performance (Gennard & Judge, 2016). With this in mind, Home Bargains have simple appraisal and recognition techniques including a six-month review and the ‘WOW scheme’ in place however, these practices are rarely used. Employee engagement definitions are numerous, “to unlock people’s potential at work and in doing so unlocking the benefit to the employee, organisation and UK economy” (MacLeod and Clark, 2009, Cited by Gennard & Judge, 2010). Ratified by the CIPD, (2019), it simply means the relationship between employee and employer, with emphasis on trust and commitment. Previously known as ‘industrial relations’ the collective workplace relationships have become more individualised following the decline of union reach, power and influence.  
According to Gennard and Judge (2016) Engagement is simply attitude and behaviour. Employees have to commit and cooperate with the organisation, but it is noted that employees need understand what or whom they are engaging with. Commitment to an organisation stems from job satsifaction and pride of the career created. Commitment to a supervisor has a strong link to preformance, loyalty and respect when engaging an employee (Gennard & Judge, 2016). These views are affirmed by  Meyer, (2018) who adds the importance of leading towards employee well being.  The kingston report (Cited by Gennard and Judge 2016) noted evidence that engaged employees preformace is elavated, take less sick leave and retain to organisations. This report also outlined three specific types of employee engagment; 
1. Intelectual engagment – the extent in which employees are absorbed into their work and are constantly thinking about preformance progression. 
2. Affective engagment – the extent of positive emotional connections to the workplace. 
3. Social engagment – the extent in which collegues talk to eachother regarding workplace improvements and change (Gennard & Judge, 2016). 
[image: ]Home Bargains employers don’t have a form to assess engagment, this thoery notes that motivators can change per employee, it would be useful for management to use this thoery to analyse staff members.  (Kinnie et al, 2005). Purcell et al, (2009) agreed and noted the similarity for key factors of employee engagment and workplace motivators. Furthermore, these views are affirmed by Gennard and Judge (2016) as table 1 outlines the factors significantly affecting engagment, trust is significant, followed by job satisafaction and workplace inclusion also refered to as ‘employee voice’ (Gennard & Judge, 2016). 
Table 1 – Building employee engagment (Workplace employement relations servay, 2004 cited by Gennard & Judge, 2016)

[bookmark: _Toc6317144]	2.2  The extent of employee engagment

The Home Bargains management style is percieved as a pluralist approach. Pluralism defined means “different factions within the organisation can and have caused conflict in the past”. In comparison, unitary is defined as “a harmonious and integrated team, with all employees sharing organisational goals and working together” (Gennard & Judge, 2016). However, these are broad definitions, Critiqued by Heery, (2016) who explained the difference between being softer harmonious team who has disagreements this view matches that of Home Bargains as they are deemed pluralist but have unitary tendancies as managers. In divergence from this however, Home Bargains hold an authorittarian stance, the relivance of gendered management styles is paramount in understanding how harrassment is taking place. The management style of an organisation is percieved as the template for employees thoughts and actions (Carmona, Ezzamel, & Mogotocoro, 2018). Home Bargains uses the traditional, male dominated hierarchy of command and control towards employees. This heirachy leads to stunting female progression, stress and well-being issues. Critically there are numourous case studies outlining the issue and outcome of harrasment (Burt, 2019, Carmona, Ezzamel, & Mogotocoro, 2018, Kurton, 2017). However, this research focuses on the disadvantaged population not the thriving therefore, more reseach would be benificial regarding gendered management styles and male heirachy. On another note, as more milienials come into the workforce their expectations are completely different to that of previous generations (Gennard & Judge, 2016). This giving the assumption that age and gender are linked, it is seen milienials want a career that works around them, a personal relationship with their managers and clear cut guidelines of expectations. A high turnover business costs regarding recruitment and retension can be detrimental (Hershatter, 2007, Gennard & Judge, 2016, Hershatter & Epstein, 2010). 
Engagment levels vary within the UK, an institute of employment studies survay found engagment varied between age groups, organisations and job roles. Katie Truss at the Kingston Business School carried out a survay on behalf of the CIPD (2016) she noted that 3 in 10 employees were actively engaged in their role (Gennard & Judge, 2016). This is affirmed by Cook, (2008) who agreed in the lack of engagment but also the importance of it. In my experience levels of engagment within Home Bargains are minimal for lower level staff members, however it is agreed and noted by Gennard and Judge (2016) that is a general trend in lower paid retail roles. The MacLoed and Clarke study (2009) further reflect this fear. The Macloed and Clark study (2009) noted disengagment as a key cost implication, with up to £65 billion a year lost in disengaged workforces. Gennard and Judge (2016) further note that if organisations invested in a range of good practices surrounding engagment by just 10% profits would increase expedentially. In my experience these views are comparable with Home Bargains managerment having little or no training regarding employee engagment and commitment, the lack of awareness can be seen as a stratigic downfall for the organisation.   
[bookmark: _Toc6317145]	2.3 Enablers of engagment 

Legislation promises fair and best practice for all parties. In conjunction with ACAS, this should discourage forms of harassment or bullying within the workplace although this is not always the case. As noted by Mackinnon, (2017) harrassment and bullying are still prominent issues.  
In the current conservative ideology, understanding the process behind changing political parties is key as these can change rules and regulations change exponentially. This is seen historically as, Thatcherism, decline of trade unions and privatisation effected the country. The conservative party predominantly gave power to the employer. Since this labour has failed to give the same level of control back to trade unions. With little or no trade union action the question regarding governing moral and ethical decision-making falls to the human resource team and ACAS.     
A trade union is classified an association of workers using collective bargaining as a platform for securing better rights and benefits to their roles. The trade union bill (2015) intended to give voice to employees however, the reduction of trade unions has caused the voice to shift to the single employee rather than workforce. 
The conceptual map (figure 1) shows the factors most likely to affect a non-union voice. Harney and Dundon (2006) noted the individual voice holds the power and influences management response (Dundon & Gollan, 2007, Harney & Dundon, 2006, Child, 1997). The consensus explains that the shift in power is neither positive or negative for employer or employee, but the lack of a voice that’s an issue. Leading to lack of communication, hostility, avoidance, lack of engagement and commitment. 
[image: ]




Figure 2.0 - Conceptual map showing factors that would affect a non-union voice, (Dundon & Gollan, 2007 )

[bookmark: _Toc6317146][image: ]	2.4 Engagement and the role of managers
Table 2.0 - CIPD Maturity Model (CIPDa, 2017).

The CIPDa (2017) maturity model allows managers to follow a process to improve engagement, marked by an external source. This model’s use is to analyse the issue and help develop a process, giving a maturity level as a score. The maturity level received determines rate of improvement, employee engagement as well as health and wellbeing (CIPDa, 2017, CIPDb, 2017). Home Bargains have no practice in place therefore, to analyse engagement this productive tool would to start to assess and identify a stage in which they need to develop. This will implement a long-term format to continuously assess engagement. The possible outcomes can then be analysed, evaluated and compared to the CIPDb chart seen in appendix A. The format most prudent at this point would be an employment relations survey as explained by Macleod and Clark (2009) Cited by Gennard & Judge, (2016). 
Employee engagement is becoming a productive tool for company growth; however, results can be interpreted differently per manager (Graber, 2015, Chamorro-Premuzic, Garrad , & Elzinger, 2018). A Gallup survey Cited by Graber (2015) reported high engagement had less attrition within the company regardless of rate of turnover, the same companies reported increased productivity and customer satisfaction. The consensus being engagement as less of a theory and a fact of business (Graber, 2015). Critically speaking to use theory effectively, Home Bargains need to understand the link between behaviour and perception. Further consideration regarding the nine employee engagement archetypes gives insight into what employees are thinking and feeling. The perception and the actual behaviour may not coincide (Chamorro-Premuzic, Garrad , & Elzinger, 2018). For example, if a member of staff is being negative towards an idea but is willing to be constructive on a new idea, they are a martyr who may need the opportunity to show their own creativity (table 1.1). 
[image: ]These theories show the difficulty in labelling staff and their attributes, improvement to engagement is measured by how key performance indicators (KPI’s) such as sales, customer satisfaction, and attrition have improved (Graber, 2015). 








Table 1.1 - Perceptions Vs Behaviour (Graber, 2015)

2.5 [bookmark: _Toc6317147]Barriers to engagement 
Honesty is key when understanding employee engagement, it is seen companies have previously invested in ‘perks’ to facilitate the desired results, however when coming to analysing the results they become worthless and costly (Morgan, 2017). Home Bargains have previously fallen victim to this and are paying the price of employee dishonesty. 
Less than one in five employees are engaged (Morgan, 2017) therefore trying to improve engagement is costly process and be deemed ineffective short term. ACAS (2019) noted the difference between actively engaged and engaged in the aspects in which that individual may find interesting. Disengagement mainly stems from lack of job security, specifically in my experience a part time retail role. A high stress autonomous job with little flexibility, lack of reward, and lack of communication can link to unwanted behaviour (Gennard & Judge, 2016). 
The Macleod and Clark Study (2009) further noted four barriers to effective management; 
1. Lack of awareness of employee relations 
2. No knowledge of addressing the issue 
3. Negativity of managers and organisational culture 
4. Views of management and their commitment to change
These are apparent within Home Bargains. 
2.5.1 [bookmark: _Toc6317148]Employee Voice 
According to the CIPDc, (2019), Employee voice is defined as “the ability of employees to express their views, opinions, concerns and suggestions, and for these to influence decisions at work”.
An effective worker voice gives positive outcomes for individual and organization. Research noted by Baczor,(2019) found that employee well-being and motivation are key for participation. Voice gives individuals the chance to use their initiative increasing job satisfaction. Employers in return receive increased productivity, innovation, improving conflict and absence (Baczor, 2019). 
An individual’s thoughts and feelings regarding risks and safety at work are the core of what employee voice means (CIPDc, 2019). In short; Employers hold power over employee work, lifestyle and wellbeing, an employee will not speak out if the costs outweigh the benefit. Power dynamics cause a divide within organizations, as is apparent within Home Bargains. In my experience, more cases of harassment have been become known within the company because of this divide.
According to Kurton (2017), gender equality has improved little in the last ten years quoting a report by the gender equality index. Victims of harassment feel they have no voice and therefore feel they cannot engage with colleagues or the organisation. 
Furthermore, according to the Baczor (2019) in accordance with the CIPD “Employee voice is the main way employees can influence matters that affect them at work”. 
In my experience whilst working within Home Bargains, harassment and bullying are the ongoing issue in the firm. This said, employee silence should be considered, asking why employees are refusing to communicate? The CIPD Human Resource outlook survey found that employees who have no engagement or voice are at risk specifically to personal growth and progression (Baczor, 2019). In addition, employees with issues such as equality and diversity, have different motivators and perspectives therefore conventional voice mechanisms are not effective. 
Baczor (2019) notes further, “Hearing diverse viewpoints may not be easy, but can help to unlock people’s potential while balancing the power between the organization and its employees”. 
2.5.2 [bookmark: _Toc6317149] Harassment and Bullying 
The #metoo campaign has become a phenomenon outlining harassment on a global scale; it allowed everyday workers to understand that harassment and inequality are problems in all sectors (Khomami, 2017). The movement has grown in strength and has brought to light key problems within the working environment. However, Burke, (2019 noted organisational cultures can facilitate the actions of the perpetrators, Similar to that of Home Bargains actions are predominantly manager based. However, sceptics have criticised the campaign specifically asking for greater clarity of accusations made (Crully, 2018, Burke, 2019). 
In connection with this, the UK dealt with the Sir Phillip Green scandal, similar to above sceptics have asked whether his actions are part of a generational divide organisations. The issues within the arcadia group arose when the Telegraph reported that he was under investigation for groping employees of both sexes and speaking inappropriately to staff of different ethnicities. The power these allegations have had over him, and his business are catastrophic. Arcadia resembling Home Bargains in the respect of a growing business where a high percentage of employees are millennials. Home Bargains would benefit from an employee engagement and voice 
Cultural issues have been noted as a real barrier to progression, specifically female as harassment is usually aimed at the female workforce. In a recent survey, ‘74% of women felt their workplace culture made it more challenging for women to advance their careers over men, 42% of men agreed with’ (Burt, 2019).  Harassment is a prime example of lack of employee engagement and voice, also understood as bullying and defined as “Prolonged, repeated exposure to negative and unreasonable behaviour from other employees” (Baczor, 2017).
Employee voice would minimise this risk of employee tribunals, equality and fairness are paramount whilst heading into workplace 4.0. Harassment can be direct, for example humiliation or indirect such as gossiping. Harassment has a detrimental effect on employee wellbeing, job satisfaction, company retention, productivity and career progression. Workplace bullying and harassment can also lead to high turnover, stress related absence and high financial costs (Baczor, 2017). Home Bargains have a record of bullying and harassment within its stores, however in my opinion a high percentage of employees do not report the issue down to fear of repercussion. This is a vital flaw within employee relations.  
2.6 [bookmark: _Toc6317150] Criticism of Employment relations
Theories discussed within this report are specified to Home Bargains and their need for an effective form of employee engagement. However, as previously stated criticisms behind these theories do not outweigh the need for a working strategy. 
Firstly, this report is authored by a Home Bargains management consultant. This report acknowledges views can be deemed opinion based, hypocritical nonfactual. Therefore, this report assures the reader that information collected and analysed was scrutinised to ensure fair and best practice. All statements made have been to the benefit of Home Bargains in the event of organisational growth and progression. 
Secondly, data collection in the form of surveys are the most popular and prudent. However, critics have pointed out weaknesses in the data collection process these are, 
1. Social desirability bias – Answers based on individual’s circumstances, presenting themselves in a positive light to give a favourable impression. Even with anonymity, this is still a factor to consider.
2. Acquiescence Bias – Agreeing by default either by lack of understanding or non-desirable questions to answer. Usually double barrel questions, alternatively confusing indirect questions. Double negatives are also a factor in this form of bias; individuals are not sure what there being asked (Cullen, 2017). 
Addressing possible flaws in survey design will allow freedom, clarity and physiological safety in work. In return, organisations can count on an honest, accurate response leading to meaningful business progression and development (Cullen, 2017). 
Thirdly, mandatory participation in employee engagement will have a detrimental effect on the success of the survey. Employees would not understand why it affects them and may sabotage the results. Inclusion as seen by CIPDb, (2017), Gennard & Judge, (2016), and Graber, (2015) is key for proffesional development. On the other hand, this action could isolate which areas of the organisation are already engaged before the survay. (Cullen, 2017)
Other critisms include the legislation effecting employees and fear of repurcussion, due to lack of clarity understanding employment rights (Equality act, 2010, Gender equality act, 2014, Gennard & Judge, 2016). Fear of job loss in the current economic links to the vaugeness of what ‘fairness’ and ‘engagment’ means for employees. Employees don’t understand their entitlments and neither to employers. The link between legislation and fear give the perception employee rights are not advertised as first thought.  













[bookmark: _Toc6317151]3.0 Conclusion
[bookmark: _Hlk6397611]Home Bargains are currently at a disadvantage within their sector, lack of initiatives, training and inclusion show employee engagement and voice are suffering. Employment relations is the core of good human resource management. Employee commitment and engagement is the focus and goal for employment relations managers to gain a higher level of organisational performance (Gennard & Judge, 2016). With this in mind, Home Bargains have started using appraisals and recognition, but these are not effective with the size of the organisation. 
Taking note of the Kingston report and the Building employees relation survey noted by Gennard & Judge, (2016) motivational and engagment factors are incresingly similar. Employers need to isolate whether their employees are intelectually engaged, affectively engaged or socially engaged. 
Home bargains are classified as pluralist however, the argument can be made that they have unitary tendancies. Home Bargains hold an authorittarian stance and the syle usually becomes a template for employees and how they are expected to act (Carmona, Ezzamel, & Mogotocoro, 2018), Home Bargains uses the typically traditional, male dominated hierarchy of control and command towards their staff at store level which has become the issue of how harrasment has started to take place within stores. Levels of engagment can vary however, in my experience within Home Bargains it is the lower level staff who lack engagment. Disengagment is a costly factor to consider specifically when studies have shown profits can increase from effective engagment and employee voice (Gennard & Judge, 2016). 
Legislation and ACAS promise fair and best practice. However, as seen in the press and within Home Bargains this is not predominant. Loss of union representation has left employees and businesses vulnerable to costly tribunals. Dundon & Gollan, (2007) conceptual map in comparison to current views by the CIPD, (2019), Child, (1997) and Gennard & Judge, (2016) the current trade union situation in the UK has been put into place by government, however with the unstable economic issues companies must prepare for change.
For effective engagment managers is to proritse a process to ensure employee engagment and voice. The maturity model is an external source that gives managers a simple process to follow, this in conjunction with the Gallup survay helps managers follow a key set of directions to ensure best practice to improve employee engagment. Furthermore, Graber (2015) perceptions vs behaviour chart shows managers not to accept an initial perception for example, an employee who you see as a dilinquent may not have a full understanding of whats being asked of them.
Honesty is a problematic issue individuals find different aspects of a job interesting and therefore percieved as disengaged. The ability to be honest to an employer is stunted by fear of repurcussions. The repurcussion is usually the threat of job security, in my expreiance Home Bargains only offer part time contracts for individuals stress regarding job security can affect engagment and job satisfaction. Employees inability to communicate causes further disengagment and distrust. 
Effective employee voice has positive outcomes for both employer and employees, participation allows for increased motivation and well-being, as well as increased productivity and growth for the organisation. Employees thoughts and feelings protect their phycological saftey and open communication will allow for minimisation of power dynamics and negativity towards indivuduals, historically this is where harrassment can begin. This said, taking into account the #Meetoo campaign and the Sir Phillip Green scandal. Lack of engagment and voice within these organisations left them open to scrutiny. Home Bargains is a large company and the trends that took place when Green was in power are similar to whats taking place within Home Bargains, managers acting unchecked by human resources. 
[bookmark: _Toc6317152]3.1 Overall Conclusion 
Overall, the term ‘employee engagment’ has many different perceptions attached to it. At its core; employees feelings, beliefs and attitudes whilst in work and how the organisation view them. If Home Bargains can get employees believeing in their cause and supporting eachother at different levels the competitive, unfair behaviour and harrasment will stop. It is the managers responsibility to ensure employee engagment is at least a consideration to build trust and fairness within the organisation from store level. In this respect more attension should be given to employee voice as this links to engagment as a whole. Voice will give employees more information and Home Bargains would benefit from group breifings, questions, survays and open dialogue rather that the email format they currently undertake. Social media should also be taken into consideration as another platform to communication. Skeptically, historically in Home Bargains initiatives surrounding engagment are put into place and left to run themselves so critically as a company long term reccomendations would be benificial with targets for managers. 
Considering short and long-term solutions surveys are still the most popular cost-effective form of data collection, this form allows employees to have a voice, feel included and remain engaged within the company (Judd, O'rourke, & Grant , 2018). The recommendations reflect these views. 







4.0 [bookmark: _Toc6317153]Recommendations  
[bookmark: _Toc6317154]4.1 Recommendation 1 - Employee engagement at store level 

As a short-term solution, introducing training at store level of what employee engagement is and how managers can positively implement initiatives and communication. Management commitment is key for effective training as employees can tell if managers believe what they are teaching. This will be implemented within one-month, different forms of training should be analysed for different areas as some may respond to an online course whereas others prefer one to one training or group learning. The costings will be minimal to nothing, as this training would take place whilst employees and managers are working. This would be a good place to start whilst recommendation two is put into effect. Open communication will minimise any risk for harassment of employees. 
[bookmark: _Toc6317155] 4.2 Recommendation 2 - Employee Engagement Survey 

An employee engagement survey would give clear information regarding the status of the company and its employees, using this confidential format everyone can take part without fear of repercussions. As a long-term solution, considering the recommendations and correct process this would allow for a fair honest form of data collection. The original survey would take up to two months to undertake and then re-done every year. The costings would be ongoing, and it would be beneficial to research external sources to undertake the survey, costing’s can then be analysed in detail.  
Survey. Formed from ACAS – Building employee engagement as cited by Genard & Judge, (2016)
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Support  


Strong support from top managment will allow publishing results and taking action easier in light of issues identified. 


Business strategy 


The survay must be aligned with the Home Bargains business strategy so key areas can be identified such as leadership, absence, monotoring sexual harrasment and pay differences. 


Involvment 


The survay is for the benfit of employees to and therefore they should be included in the creation. For example include the employee representative or the recognised union. Focus groups should also be considered if approprtiate.


Organse the arrangments 


Encouragment 


Confidentiality


The Questions 


Benchmark the questions 


Results 


Take action 


Top managment must be on board with reconducting this servay at regual intervals, the aim, design and intension of this servay must be in accordance with the board of directors/managers targets. 


Firstly this report reccomends that a small sample of a few stores be survayed due to the amount of data that would be recieved from over 400 stores. Using the area managers long term to govern the servay within their areas. Fairness is key and keeping inclusion whilst the survay is ongoing. 


Publication and advertisments to encourage everyone to take part. Normally survays reach a 60-70% responce rate if a concistant effort is made to include everyone. Confedentiallity is key, previously managers have told employees how to answer and in fear of repurcussions they do so willingly not giving a fair and true responce. 


Staff must feel protected and know that any answers are completly anonymus. An external agency should be used with no ties to managment or head office. If an external agency is not avalible then a confidential online source, for example servay monkey can be used. Data will be collected and calculated externally before analysed by managers. 


The questions asked need a direct responce, the selection should include a range of engagment questions designed specifically to gage the attitude of the individual towards specific factors. 


This survay should be part of an ongoing process undertaken every year. This will give the ability to montitor and grow employee engagment. An external agency would be more cost effective as they will corrolate the information for the business therefore allowing the managers to continue with their roles unimpeded. 


A statisitcal report can then be accumilated and simply discussed at area manager level to managers to see what can be done. This can isolate any areas or demographics that may be less engaged and why this is. 


Within a month of the servay being completed a full report should be avalible to all stores and a list of actions the compnay plans to undertake to ensure good employee engagment. 
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