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Abstract
Employee motivation and engagement strategies are important for an organisation to achieve success. It includes the drive, commitment level and the energy that is brought in by the employees in their every - day roles. Without these factors, it is possible that the companies will experience reduction in the level of productivity, lowered output levels and there is a high scope of the organisation falling short of reaching the desired goals. However, it is not easy to achieve employee motivation and it is essential that the leaders at the work place nurture as well as monitor to achieve the same. Employee motivation refers to the innovation, energy and commitment level of the employees within an organisation on a daily level. Maintenance and improvement of employee motivation can be problematic at times and therefore it is essential that the organisations encourage high level of employee engagement through the appropriate strategies.
Research Questions
What is meant by employee motivation?
How is it possible to successfully investigate engagement strategies?
How to understand the approaches and outcomes of employee motivation and engagement strategies within the retail sector of the UK.
Research Aim
To understand the approaches to and also the outcomes in regard to employee motivation and engagement strategies that are applied in the retail sector of the UK.
Research Objectives
To analyse what employee motivation is
To investigate what strategies are beneficial for employee engagement
To understand the approaches and outcomes of employee motivation as well as engagement strategies in the retail sector of UK with focus on Selfridges
Research Methodology
A combination of interpretivism philosophy, mixed methods, interviews and survey questionnaire that apply deductive approach with simple random sampling by using ethical means.
Recommendations
Understanding the core requirement for employee motivation and engagement so that the approaches can be properly devised.
Have clarity and transparency in communication both in upward flow and downward flow so that the employees are aware of their job and related terms amidst the pandemic when times are uncertain and also information sharing is done without errors.
Conduct periodic review of the approaches currently used.
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[bookmark: _Toc82085691][bookmark: _Toc82771985]Chapter 1: Introduction
[bookmark: _Toc82085692][bookmark: _Toc82771986]1.1 Topic
Approaches to and outcomes of employee motivation and engagement strategies in the UK retail sector
[bookmark: _Toc82085693][bookmark: _Toc82771987]1.2 Research Background
The quick work environment is constantly changing, it is critical to understand how employees feel and work to improve the work environment so that maximum motivation may be attained (Mohanty, 2018). To encourage employees and implement engagement techniques, it is first necessary to establish a relationship with them and ensure that they are engaged. Second, personal training and growth must be encouraged, third, a positive work atmosphere must be maintained and the last hard effort must be rewarded so that employee motivation remains constant. 
Employee motivation refers to the commitment, creativity and also energy that is required for the employees of an organisation to bring to the jobs. Irrespective of the economy shrinking or growing, finding means and ways to keep the employees motivated so that their engagement level is elevated has always been a primary concern of the management (Sinambela, 2020). The stress of competing theories is either on the employee involvement or incentives. Employee motivation at times may be problematic for the businesses that are not large and the owners often are required to spend years for building the business on a hands - on basis and thus there are difficulties in the delegation of responsibilities meaningfully. However, it is required of the entrepreneurs to be aware of such pitfalls as the effect of low level of employee motivation on the businesses are harmful (Korzynski, 2013). Problems faced in such a situation include discouragement, disinterest and complacency and tends to cumulate to crises.
It is the onus of the businesses to ensure the atmosphere is ideal for providing motivation to the employees; a motivated task force is better engaged with higher productivity. It is therefore possible for the employees to witness the result of their contribution in a direct manner with visible and swift feedback. An employee base that is motivated and smooth working is also effective in freeing the owner from the daily chores of thinking out development in the long term as the engagement level is high (Singhvi, Dhage and Sharma, 2018). Additionally, emotional and tangible reward result in retention of the employees who are desirable. Employees have a tendency of thriving in a work environment that is creative and they seek to make a difference. Ideally, through the work result, a feeling is obtained of accomplishment, however, a well - structured recognition and reward program aids to underline such consequences.
Organisations need to adhere to different strategies for keeping the employees motivated so that it is possible to improve the level of employee engagement. The way an organisation interacts and communicates with the employees significantly impact on their motivation level, productivity and engagement (Muneed and Ahmad, 2020). Firstly, it is essential to provide feedback immediately; employees tend to respond positively to active methods of feedback that can be associated to the success of the individual and of the organisation. people are in general attracted to evaluations in the short term to assess the level of performance; this permits rapid enhancement and correction processes. Provision of feedback constantly on the performance level provides to the employees a strong feeling of investment in the goals of the organisation and aids in the building of stronger relations (Staffscapes.com, 2021). Employees also have appreciation for the swift problem correction and hold the power for moving forward towards newer opportunities in order to restart the level of progress on new tasks.
Secondly, scheduling flexibility needs to be promoted; flexibility in scheduling and working arrangements have the capacity of reducing the infrastructural overhead in the promotion of employee engagement and productivity. With the advent of modern technology, there is potential for tele – commuting and through remote working, the businesses are able to experiment with the provision of flexible schedules for the employees (Staffscapes.com, 2021). In cases where the management approach is flexible towards the family and personal needs pertaining to scheduling is also effective for promotion of a positive feeling and ensuring loyalty among the employees. Thirdly, physical activities and breaks need to be encouraged (Korzynski, 2013). A strong motivational strategy is to provide regular breaks of the short duration at intervals; this increases the performance, engagement and also the work satisfaction. When the employees are given time off for five minutes or ten minutes for a snack or a smoke interval, in general, their engagement level and performance improves. This also results in the employees being less distracted by their phones while they are on duty. The level of employee engagement also improves if they are given the scope to exercise regularly.
 
Fourthly,  rewards for accomplishments are highly regarded by the employees. Employees who see that their work is associated with bonus, promotion and raise have a higher motivation to be more engaged (Muneed and Ahmad, 2020). Fifthly, creation of incentives keep the task force engaged as well as motivated. Tangible bonuses receive appropriate response from the employees; this is in recognition to the team as well as individual performance. Sixthly, employees get motivated if they are provided with opportunities for education and career development and this is reflected in their elevated engagement levels. Employees are more dedicated and loyal towards organisations that have a strategy for promoting individual type human capital (Korzynski, 2013). Providing coverage for tuition, cost for educational opportunities, certification courses and so n demonstrate to the employees that the organisation has direct investment in their success in the long term. Lastly, providing encouragement to the creativity and input of the employees keep them motivated as well as engaged. It is required to emphasize on listening for promoting the scope of employee engagement and also the level of productivity. 
Selfridges has been chosen as example of a retail organisation in the UK because the name refers to a network of department shops in the UK that sells high-end goods, although it is owned by Canadian Group (Selfridges.com, 2021). It was chosen as the sample retail store because of its huge success and large number of locations both within and outside the UK. 
[bookmark: _Toc82085694][bookmark: _Toc82771988]1.3 Research Rationale
In today’s world, it’s critical to retain outstanding employees. Employee engagement is frequently seen to be beneficial to achieving company objectives. As a result, there is a chance of enhancing employees’ engagement as well as employee organisation, which requires companies to collaborate on stock options, bonuses, and remuneration (Mohanan, Sequeira and Kumar, 2012). The study topic has been chosen because it is both relevant and current approaches to and consequences of employee motivation and engagement techniques in the UK retail sector. As a result, the current research’s conclusions will not only benefit this study, but will also aid I the sharing of validated information for future research. 
The key to success for an organisation is the motivation and engagement of the employees. It refers to the level of drive, energy and commitment that the employees within an organisational setting bring to their role on a daily basis. Without these factors, it is highly possible that the business experiences reduction in the level of output and productivity with high chances of the company to fall short of reaching the significant goals. however, employee engagement and employee motivation cannot be achieved easily and at times it is essential for the leaders to monitor along with nurture. The rationale to undertake this topic for research is due to the significance that employee motivation and employee engagement have in the success of an organisation. an employee who is not motivated tend to work at a pace that is slower, spends more time not focusing on their work and there is a high probability that they spend time on their phone or browsing the internet rather than being productive at work. They are extremely unfocused and not putting their best effort to work which results in wasted resources and the entire organisation being held back in meeting important goals and targets. On the contrary, an employee who is motivated is driven, enthusiastic and takes pride in the work they do. Such employees are able to complete their work fast, take the necessary action and yearn to perform better both for the organisation and for themselves.
In the current highly competitive type labour market, there has been extensive evidences available pertaining to the organisations irrespective of their market focus, size, or technological advances to face challenges in retention in spite of the economic climate (Higgs and Renton, 2003). Every organisation has a different practice for employee management but seldom they have been developed from a sound theory. A theory is essential for being scholarly as well as validated within practice and hence is the basis for significant advances.
Taking into consideration the huge investment of organisations in their human resource management, it is rational to conduct identification, analysis and also critique of the motivational factors and theories along with strategies of engagement that underlie employee performance and retention within an organisational setting. Having the proper understanding of the factors that impact employee motivation and employee engagement permits organisations to maximise the productivity levels of the work force which there after converts to operational as well as financial gains (Mohanty, 2018). Even in such scenarios when the level of unemployment is high, there is particular concern of the organisations pertaining to the retention of the best talent as such resources are effective for the provision of competitive benefit for the organisation. it has been anticipated that the study conducted will provide a proper insight into the methods that are effective for keeping the employees motivated along with the approaches to employee engagement with their related outcomes in regard to the retail sector in the UK.
Selfridges is a private limited corporation in the retail industry that specialises in department stores. This chain has been chosen for the study because there is work experience at Selfridges and because the business has been successful since the year 1908, therefore there is plenty of data. As a results, refencing the department store chain as an example aids in a thorough knowledge of the subject. 
[bookmark: _Toc82085695][bookmark: _Toc82771989]1.4 Research Aims and Objectives
The aim of the study is to understand the approaches to and also the outcomes in regard to employee motivation and engagement strategies that are applied in the retail sector of the UK.
The objectives of the study include the following:
· To analyse what employee motivation is
· To investigate what strategies are beneficial for employee engagement
· To understand the approaches and outcomes of employee motivation as well as engagement strategies in the retail sector of UK with focus on Selfridges
[bookmark: _Toc82085696][bookmark: _Toc82771990]1.5 Research Questions	
The questions relevant for the research include the following:
· What is meant by employee motivation?
· How is it possible to successfully investigate engagement strategies?
· How to understand the approaches and outcomes of employee motivation and engagement strategies within the retail sector of the UK.
[bookmark: _Toc82085697][bookmark: _Toc82771991]1.6 Research Structure
The study topic has been categorised into different chapters so that it is easy to understand and get a grip on the flow of direction of the research. The current chapter is the first chapter for introduction which provides a brief background of the topic and provides the rationale for the research undertaken. The chapter also includes the research aim, objectives and questions. The following chapter is the second chapter in the research that includes the literature review. The chapter takes into consideration the opinions and view - points of different authors to validate and justify the topic selected for research. The third chapter comprises of the methodology that has been applied in the research giving details pertaining to the methods and means used to conduct the study. The fourth chapter includes the results and analysis of the study where the qualitative and quantitative information has been further investigated to reach the conclusion of the study. The fifth chapter includes the conclusion and recommendation that is relevant for the research being conducted while the last chapter has a brief reflection of the research and the experience of the researcher while doing the study.

[bookmark: _Toc80209321][bookmark: _Toc82085698][bookmark: _Toc82771992]Chapter 2: Literature Review
[bookmark: _Toc80209322][bookmark: _Toc82085699][bookmark: _Toc82771993]2.1 Introduction
A literature review is included in the chapter, which entails searching and analysing the available literature related to the chosen topic, as well as approaches to and outcomes of employee’s motivation and engagement methods in the UK retail industry. This considers a variety of literary sources such as peer-reviewed articles, journals, blogs, and novels, among others, that bring value to the research project. 
[bookmark: _Toc80209323][bookmark: _Toc82085700][bookmark: _Toc82771994]2.2 The Concept of Employee Motivation
Employee motivation is a notion that encompasses the employees ‘perseverance, enthusiasm inventiveness, and commitment to the jo. Employee motivation, according to Sinambela, refers to an employee’s level of engagement with the organization’s goal (2020). Defines motivation as motivation that originates from inside the individual. Since the achieved results are consistent with the employee’s belief system, he has a strong desire to perform well. Extrinsic motivation, on the other hand, is when an individual’s motivation is stimulated by external stimuli such as acknowledgment and rewards. 
Singhvi, Dhage and Sharma (2018) were of the opinion that in reference to Maslow’s Needs Motivation Theory, motivation is the willingness held by employees for exerting high effort level for organisational goals that are conditioned through the efforts ability for satisfaction of the individual need. Needs of people are psychological or physiological deficiencies that are aroused by behaviour. These tend to vary according to place and time as they are either weak or strong and influenced by the environmental factors.  There is a noted misconception that people work only to earn money. Each individual is motivated by means of a different factor and as being people responsible for managing other people, it is imperative that the managers be aware and have proper understanding of what motivates their subordinates and each individual that they work with. According to the Hierarchy of Needs proposed by Abraham Maslow, it has been suggested that human being are motivated for the satisfaction of five types of basic needs that are arranged in accordance with their hierarchy (Akinyetun, 2016). The first type of need is physiological in nature such as thirst, hunger and sleep; the second type of need pertains to safety such as protection, no pain and freedom; the third need is social in nature such as friendship, love or any involvement in the social activities while the fourth needs are related to esteem such as appreciation, recognition and self – confidence. The last need in the hierarchy is self – actualisation which makes a person work towards becoming the best possible. It has been asserted that a need which is satisfied is not merely a motivator and once a set of needs is met, it encourages the individual to be motivated to reach the next level in the hierarchy observed Oved (2017). The innate desires of human beings to work the way up on the hierarchy pyramid indicates that there is a need that has not been satisfied and it motivates the individual to pursue the required satisfaction rather than extend focus on the achievement of the needs. 
It has been often claimed that employers are required to meet every need level of the employees in order to ensure total commitment towards the achievement of the work place goals and high level of engagement. In case there is failure to meet the needs of the employees at any given level, the consequences include lack towards job fulfilment and there is scope of the individuals fulfilling such needs on their own; this could potentially mean there are chances of new employment being sought to access better opportunities. 
Sinambela (2020) further elaborated that as per the Expectancy Theory of Motivation, emphasis is on the mental processing in regard to choose. In organisations, this is beneficial for relating rewards directly with the performance and making sure the rewards provided are deserved and also wanted by those receiving it. Victor Vroom proposed the Expectancy Theory with stress as well as focus in the outcomes and not on the needs unlike the Hierarchy of Needs or the Two Factor Theory. According to the Expectancy Theory, the intensity in regard to the tendency to perform in a given way depends on the intensity at which there is expectation that the performance will achieve an outcome that is definite and appeals to the outcome of the said individual  (Eccles and Wigfield, 2020). It has been stated in the Expectancy Theory that the motivation of the employees is the outcome of how hard an individual wants to be rewarded which is the valence, the assessment or the likelihood that an effort made would result in an expected level of performance which is the expectancy and also the belief that there would be a reward following the performance which is the instrumentality. Valence refers to the significance that has been associated with the expected outcome by the individual. Needless to say the satisfaction has been expected and is not actual that the employee expects to receive once the goals have been achieved. Expectancy refers to the faith that improved efforts would result in improved performance, the expectancy is under the influence of factors such as possession of the right skills to perform the work, availability of the correct resources, availability of important information and acquiring the needed support that is essential for job completion. Instrumentality according to Sinambela (2020) refers to the faith that the performance will be well and the outcome would be valid. Instrumentality gets affected by factors like having faith in the people who takes decisions about who will receive what outcome, process simplicity in deciding who gets what type of outcome and also the clarity in the relation between outcome and performance.
Olejniczak and Yasuyuki (2014) elaborated on the Herzberg Theory of Motivation otherwise referred to as the Two Factor Theory that provides an argument that an organisation can adjust to two factors for influencing motivation at the place of work. According to the Two Factor Theory, these factors include firstly motivators that provide encouragement to the employees to improve their work level and secondly hygiene factors that do not provide encouragement to the employees to improve their work but will cause them to be unmotivated in case they are not present. The factors for motivation include achievement; an employee needs to get the sense of achievement through the job. This results in having a proud feeling that something has been done which was difficult but also worth - while. In the theory, recognition is also of significance as a job is needed to provide the employees with recognition and praise of the successes achieved. Such recognition is sourced from peers and also the superiors. It is also essential that the job itself be varied, interesting and challenging so that the employee is motivated according to Pegler (2012). It is required that the employees own the work; they should be responsible for the completion and not feel like they have been micro – managed. Promotion opportunities need to exist for the employees and additionally, the job is required to provide the employees with opportunities for learning a new skill. This can be achieved in two ways; either it is on the job or it is through training that is formally provided. In the theory, the hygiene factors include clear and fair company policies for the employees which are equivalent to the competitors. Proper and fair supervision such that the employees are provided with reasonable autonomy. Cliques and bullies would not be tolerated under any circumstance with the relation between the subordinates, superiors and peers being correct, healthy and amiable. Safety of the work environment and equipment should get checked to make sure they are hygienic, safe and fit for different purposes. It is essential that the pay structure be reasonable and fair while being competitive. In terms of status, it is required of the status of the employees in the organisation with meaningful work being performed to provide the sense of status. Lastly, it is highly crucial that the employees feel secure at their job with no threat of a sudden lay – off.
[bookmark: _Toc80209324][bookmark: _Toc82085701][bookmark: _Toc82771995]2.3 Strategies are beneficial for employee engagement
Mohanty (2018) explained a simple strategy for benefiting employee engagement; it is essential to get the employees to speak what is on their mind through asking of the right questions, these questions are regarding the diverse aspects of their work-related life and aids in achieving recommendations that are data backed for acting as well as fixing problems that are common. McManus and Mosca (2015) were of the opinion that there is a holistic means of employee engagement. Firstly, it is essential to seek feedback; this encourages the employees to share their opinion on what is working and what has scope of improvement. Secondly, it is required to identify the problems; this aids in seeking for common problem categories that affect the employees. Lastly, it is imperative to act; this is useful to gain the trust of the employees and take requisite action for fixing of problems and measuring the progress achieved on the action taken.
It was observed by Arslan (2017) that a work force that has a high level of engagement results in improved productivity, higher profitability and also reduction in the level of turnover. An organisation needs to have in place a thoughtful and thorough strategy for employee engagement that is tailored in accordance with the unique needs of the employees which supports the achievement of success in the long term. It was further explained by Mohanty (2018) that the strategies that are beneficial for the engagement of employees include upholding the core values, carving out career paths and ensuring there are growth opportunities, promoting transparency and recognising the top achievers, have scope for honest feedback sharing, hold both the employees and oneself accountable for the occurrences and revamping the office space as the work environment has a significant role to play.
An organisation that invests in employee engagement is able to improve the level of productivity, retention of the top talent and also improve the quality of work. Kocherlakota (2015) was of the opinion that employee engagement has rapidly become a significant indicator to gauge satisfaction level of the employees. In the current times according to Mukerjee (2014), employees do not only seek a job that is between 9 am to 5 pm; instead they want to get involved with the work, are enthusiastic about the employing organisation and demonstrate commitment towards their colleagues. If there is low level of engagement of the employees, it results in a number of factors such as lack of recognition by the managers, poor level of communication in the organisation and the inability to align with the organisational mission. Kocherlakota (2015) was further of the opinion that it is essential for the organisational leaders to view employee engagement to be a strategic objective for the business as employees who are engaged result in the achievement of long term retention, high productivity and overall improvement in the work quality.
Mukerjee (2014) was of the opinion that in a situation when the employees are engaged, there is higher scope of them being invested in the work and thus the quality of work achieved is higher. Organisations that are engaged have double rate in the success achieved as the level of involvement of the employees is more and they work more. Allen, Turner and Turner (2018) expressed that employee engagement is not restricted to a foosball game table in the break room or lucrative incentives such as flexible hours of working or bringing the dog to the office. Employees who have a true level of engagement will have the motivation of working to the best of their ability each and every day and stay on with the organisation where employee engagement is considered seriously. An organisation that invests in employee engagement is able to enhance productivity, improve the work quality and also retain the right talent pool observed Kocherlakota (2015). In current times, the aspect of employee engagement often is considered to be synonymous with employee experience and employee satisfaction which are more related to the complete journey of the employee right from the process of hiring to the time they leave the job. Allen, Turner and Turner (2018) to explain the significance of employee engagement illustrated the significance of employee communication which is an essential tool for the development of work.
The responsibility of the Human Resource department according to Nienaber (2019) is to create such an environment that provides encouragement to the employees and motivate them to be naturally involved in as well as have deep care for their work. In case of higher level of trust, motivation, empowerment, commitment and involvement is solicited, it is opined by Alrashid (2018) that organisations need to invest in the efforts towards improvement of employee communication. Stanley, Matthews and Davidson (2017) further added that for the larger organisations, it is essential to ensure the employees are in alignment with the change of priorities of the business. This is all the more reason why there is high importance of internal communication in the organisations of current times. 
In cases where the employees fall short of accurate, relevant and also engaging instruction as well as information, it is not possible for them to carry out their job well or be excited about the same as observed by Alrashid (2018). It is because of adequate communication that employees are able to minimise the time required as well as the resources used that would otherwise be wasted. Systems (2011) further added that communication acts as the key for setting of clear expectations. When the employees lack in guidelines regarding what is expected of them, they are not aware of precisely what is required of them to do and what is the time frame they need to adhere to. In this regard according to Stanley, Matthews and Davidson (2017), communication aids in prioritisation of tasks and planning the work days in an efficient manner. 
The improvement of employee engagement results in improved performance and this in turn increases the value of the human resource professionals as well. The human resource teams are able to take certain steps for ensuring improved employee engagement along with effective communication as observed by Nienaber (2019). There are certain key drivers that aid towards achievement of employee engagement. These include development of clear communication as well as execution of the effective strategy within the organisation. additionally, it is significant to enable as well as promote improved organisational transparency by means of communication according to Systems (2011). Effective communication of the business strategies and plans for all the team members is also important along with encouraging open communication lines in the organisation and along with the employees while recognising the employee efforts which need to be rewarded. Wickramasinghe and Perera (2012) were of the opinion that using of the platform for work force communication for the integration of the communication channels like mobile apps, e – mail, intranet and so on for targeting, personalising and measuring the internal communications is required for improved understanding of the preferred channels of the employees that aid in improving employee engagement.
[bookmark: _Toc80209325][bookmark: _Toc82085702][bookmark: _Toc82771996]2.4 Approaches and outcomes of employee motivation as well as engagement strategies in Selfridges
Selfridges is a renowned department store based chain that target the high end patrons. There is high level of competition in the domain of fashion retail with the market having a high saturation level. Therefore, it is essential for retailers such as Selfridges to develop strategies that are competitive in nature to achieve the desired position in the market and have sustainable competitive benefit for increasing revenue. At Selfridges, the significance of employees is recognised and their contribution towards success of the organisation is acknowledged (Selfridges.com, 2021). The retailer strives to ensure the employees are motivated, inspired and encouraged while they are committed towards the delivery of objectives and also engage in the pushing of boundaries of what the retailer is capable of.
The vision of Selfridges is to have high achievement in the future and this includes the employees. At Selfridges, the 360 feedback method is applied for demonstrating the right areas for a person and provide advice, training and scope for the development of skills, talent and attitudes (Selfridges.com, 2021). The result achieved when satisfactory result in promotions, rewards that are both financial and non – financial and high motivation for achievement of job satisfaction. Such an approach is focused on personal development and adding value towards the organisation. Since this policy is open by nature, the address can be rightly identified for each employee without regarding the level or rank held by the employee.
At Selfridges, good salary and fair treatment are concerns of the employees. The retailer addresses such issues through a well – devised system for performance management that ensures all the employees have an opportunity of getting rewarded for their efforts without the scope of any short coming or bias (Selfridges.com, 2021). As and when concerns arise on harmonising of the work within the organisation and non – work related responsibilities, the retailer has practices and policies drawn up to ensure the employees have a good platform to perform better along - side the different responsibilities held with due address of the concerns of the employees. Good practices for performance management aid Selfridges to consider the sustainable and high performances individually which not only enhances employee motivation but also elevates their engagement level. This is also beneficial for decreasing negative behaviour, absenteeism and turn over that add to the labour cost in the long term.
At the Selfridges stores, it is observed that there are concerns pertaining to the harmonisation of work within the organisation along with the responsibilities that are not related to work. This requires policies as well as practices that ensure an easy platform that can be accessed by the employees so that they can do better in their delegated responsibilities and the employee concerns can be better addressed (Selfridges.com, 2021). Hence it is a requisite at the Selfridges stores to have a management system for checking individual performance and have emphasis on the work output while accepting the difference that exists among the employees in concerns for the work load. This is where scheduling works for the retailer and the employees have an improved ability for performing different roles.
The Selfridges stores having strict measures for the working time and the work program are able to maintain time pressure and thereby make it impossible to carry out the non – work type roles (Selfridges.com, 2021). Most of the employers allocate their  funds in the business due to reasons that are financial in nature. The expectation of such employers are addressed only if the human resource department of the Selfridges stores are able to conduct a review of the cost – effectiveness of the programme for performance management. This indicates that the department for human resources are required to review the programme for performance management to have a clear understanding of the economic feasibility.
In most of the cases, the employers have an interest to ensure the company is existent in the long run. This indicates that there are temporary indications of cost as well as short term improvement of performance, however, these cannot be the core practice driver for performance management (Selfridges.com, 2021). Performance practice of good level are able to provide with high levels of individual performance of sustainable nature. This is effective for the minimisation of any negative behaviour from the task force like high level of staff turn - over, absenteeism and so on that can potentially increase the long term labour cost.
In the modern business scenario, it is not possible to operate effectively if the human forces has not been equipped properly with due scope of engagement and performance supported with the latest technique and technology. Therefore it is the onus of the human resource department to ensure the work force is provided with proper training so that it is possible to achieve competitive benefits that are possible in the domain of business that is present in the current century (Selfridgesgroup.com, 2021). The human resources or the employees are important to any organisation, however, the rapid changes that occur within the business domain due to globalisation, alteration in the habit and taste of customers, modified production techniques and so on, the human resources are faced with different issues that need to be addressed to make sure the level of employee engagement is right. In an organisational setting, there are different issues such as the organisational environment, challenges in regard to environment and ethics, globalisation, political and economic instability, issues related to the employer and the employees, technological innovations and others that are required for the businesses to operate (Selfridgesgroup.com, 2021).  Selfridges too has certain challenges that need to be dealt with adequately which can be environmental, work force related, leadership based, productivity based, concerned with job satisfaction, mergers, off – shoring, recession, absenteeism or turn over that impact the level of employee engagement.
In regard to work force diversity, at Selfridges, each department and across levels, people are brought together from different cultures, backgrounds and stages of life to ensure there is diversity thus encouraging engagement (Images.selfridges.com, 2021). The employees are united because of the professional and personal qualities that make the alignment between Selfridges and employees right. In regard to the environment, Selfridges is environmentally responsible and thinks in the long term by improvement of energy efficiency, sustainable sourcing, waste management and minimisation of direct impact that clarifies the perception of the employees about the organisation and they are encouraged to demonstrate higher engagement. In regard to the leadership role, the role of the team leader has been re – defined for ensuring there is higher effectiveness in communication. The senior management within the organisation believe that improvement in attitude, performance and engagement is the result of change in the role of the team leader (Images.selfridges.com, 2021). Commitment, work behaviour and higher performance have the direct influence of the first line manager and employees who have high level of job satisfaction demonstrate higher level of employee engagement.
At Selfridges, the prime objective is to engage the right person at the right place having the right skill, however, this is not possible without integrating the reward strategies properly. There is a direct connection between employee performance and employee pay; at Selfridges the employees share the value of the organisation (Selfridgesgroup.com, 2021). This demonstrates that the beliefs, attitudes and values of the organisation are at the top level and in alignment with the human resource and corporate strategies therefore playing a key role in employee motivation as well as engagement. To facilitate employee engagement, the culture within Selfridges is to have a good relation between the employees and the management (Selfridges.com, 2021). As per the Scheins Model in regard to organisational culture, internal integration, norms and values have a key role in the domain of organisational success (Twumasi and Addo, 2020). To ensure employee engagement is not restricted to practice and achieves success, the skills of the employees are developed by means of training as well as development programs.
[bookmark: _Toc82771997]2.5 Summary
This chapter considers the opinions, views, and voices of different authors to understand the concept better. The information used to formulate secondary data is already established therefore is valid and reliable. Such data has high significance in adding value to the study and taking it forward in a synchronised way as the objectives of the study have been clearly discussed under each sub heading and the topic has been understood with clarity. The following chapter considers the research methodology that has been applied in the study where the researcher discusses the methodology that has been used, the alternative methodologies that have not been used with proper justification.




[bookmark: _Toc82085703][bookmark: _Toc82771998]Chapter 3: Research Methodology
[bookmark: _Toc82085704][bookmark: _Toc82771999]3.1 Introduction
In the scope of a research study, the research methodology includes the procedures and techniques that are applied for identification, selection, processing and analysis of the information which is of value to the selected topic. Through the research methodology, the reader has high engagement in the critical evaluation as well as validity and reliability of the study carried out.
[image: ]
Figure 1: Research Onion
[Source: Fletcher, 2016]
It has been suggested by the research onion that in a research, the strategies that are included comprise of action research, interviews, case study research, experimental research, systematic literature review or surveys. A selected strategy within the realm of a research is based on the required data for the research and also is related to the study purpose (Fletcher, 2016). Application of the research onion is beneficial as it is instrumental in the creation of a series of steps within which there are different methods for the collection of data that can be understood easily. These are illustrated in the image provided above and describe the steps that are included within the methodological study.
[bookmark: _Toc82085705][bookmark: _Toc82772000]3.2 Research Methodology to be Applied
[bookmark: _Toc82772001]3.2.1 Research Philosophy
Interpretivism research philosophy refers to the theories or epistemologies pertaining to how knowledge can be gained thus having loose reference to the interpretation or understanding of the meanings that the human beings attach to the actions taken by them (Kruger, 2019). The advantage of interpretivism is that it includes studies in details. In general, primary data is generated by means of interpretivism and this is associated with high validity level as the data in such types of studies is honest and trust worthy. On the negative side, interpretivism has a tendency of exemplifying the common belief of providing meaningful and deeper understanding of a social phenomenon than obtaining from data of scientific nature.
Realism philosophy in research depends on the idea of being independent from reality pertaining to the human mind. Such a philosophy assumes of having a scientific approach to the knowledge development where the world is portrayed through the personal senses of human beings (Denk, 2010). The benefits of realism is that it puts emphasis on knowledge that is practical with the aim of developing the mind that is both adaptable and dynamic. Due importance is given to technology and science n realism with the applied methods being progressive with the discipline having appropriate concepts and emphasis on the domain of objectivity. The drawbacks of realism is that emphasis is on the immediate reality with no scope of meditation or intuition and higher significance being put on scientific subjects.
Positivism research philosophy limits the researcher’s role to data collection and subsequent interpretation in a way that is objective in nature. Such studies have research findings that are quantifiable and observable. Through positivism, quantifiable observations result in statistical analyses (Fletcher, 2016).  The benefit of positivism is that through such philosophy of research, trends and patterns of reliability can be represented while the drawback is that there is no proper understanding of the data as no details are provided with validity levels being low.
Research philosophy applied is interpretivism that believes the reality intervention consists of subjective interpretation to understand the reality. Alternatively, research philosophy can be positivism that believes in reality stability by observation and give objective description (Keightley, 2010). Or it can be realism where the view is in accordance with the perceived aspects that are independent as well as known.
[bookmark: _Toc82772002]3.2.2 Research Approach
In research methodology, research approach refers to the procedure and plan comprising of the steps for broader assumptions for the detailed data collection method, analysis as well as interpretation. Research approach therefore is based on the nature of the problem of the research that is being addressed (Erbar and Leins, 2010).
Deductive research approach includes exploring of a phenomenon or theory that is known and then testing if the same is valid under the provided circumstances. The deductive approach in research adheres to the logical path with reasoning commencing with theory and resulting in a new hypothesis (Grover, 2011). The benefit of such an approach is the possibility of explaining the causal relation between variables and concepts. There is also the possibility of quantitative measurement of the concepts and generalising the findings of the research to an extent. The drawback is that there is a possibility of not understanding the involved rules.
Inductive research approach commences with observations and then at the end, theories are proposed resulting from observations. The benefit of such an approach is that there is scope for flexibility, attendance is close to the context and support is extended towards the generation of new theory. The drawback of the approach is that there is the need of selecting and organising data with care so that accurate rule formulation is possible while it has to be made sure that the data remains intelligible.
Abductive research approach commences with puzzles or facts that are surprising and then processes with an explanation. The puzzles or the surprising facts emerge when the research is encountered with a phenomena of empirical nature that is beyond explanation through the theories existing (Keightley, 2010). The benefit is that it has the dual impact of both the deductive and the inductive approaches. The drawback is that it is set on addressing the weakness of the other two approaches.
Research approach applied is deductive in nature that is linked with the development of the hypothesis as per the exiting theories (Ellingsen, Størksen and Stephens, 2010). Alternative approaches for research are inductive that starts with theories and ends with proposed observations. It can also be abductive that includes addressing of the weaknesses.

[bookmark: _Toc82772003]3.2.3 Research Strategies
In research methodology, research strategy refers to the step – by – step action plan that is taken to provide direction to the thoughts and efforts. This provides supports towards conducting of the research properly in a manner that is systematic and within the time schedule decided on for producing a detailed report with high quality (Tallman and Pedersen, 2015).
Experiment within the domain of research is applied in science such as chemistry, psychology, biology, physics, sociology and medicine where the design of the research is collected and manipulated with controlled levels of testing being applied to understand the causal processes (Fletcher, 2016). Generally, one variable or multiple variables are manipulated to determine their effects on the dependent variable. 
In research strategy, survey is applied for collecting data from a given pre – defined group to gain insight and respondent information on the selected topic (Keightley, 2010). The purposes of a survey are manifold and there is scope of conducting it in different ways depending on the research objectives and methodology being achieved.
Case study in the domains of social and life science is the research method involving close, detailed and in depth examination of the subject along with the related contextual conditions (Denk, 2010). A case study is produced in adherence with the formal research method and have the probability of appearing in the professional journals and conferences.
Action research includes the wide variety of analytical, evaluative and investigative method used in research and has been designed to diagnose the problems as well as the weaknesses within the instructional, academic and organisational way (Ellingsen, Størksen and Stephens, 2010). This aids the educators in the development of solutions that by nature are practical and efficiently can be addressed.
The research strategy that demonstrates concern with the generation of theory is termed as grounded theory. It is in general grounded in data collected and systematically analysed and hen used to uncover things such as social relation and group behaviour.
In research strategy, ethnography is involved with the study of individuals who are in their own environment with methods like participation observation and face – to – face interview (Denk, 2010). Such research includes in – depth description of the total external culture to the researcher’s nation of origin.
Archival research includes finding and subsequent extracting evidence from the archival records. These records in general are in libraries, museums or within organisational custody.
The current study includes survey of 50 employees and interview of 2 managers working with Selfridges. 
[bookmark: _Toc82772004]3.2.4 Research Choice
Research choice is beneficial to provide information pertaining to the collected data that is used to carry out the research in a responsible manner. Conducting of the research online uses different methods, however, there is sharing of common objectives to provide information to the makers of decisions on the government, charity, business and so on to meet the needs as well as expectations in a better way (Fletcher, 2016).
Under mono method, one method type is applied which can be qualitative or quantitative. In qualitative studies, numerical data is used and the information gets analysed by the use of an analysing technique in quantitative data.
Under mixed method, there is application of qualitative as well as quantitative means for data collection, integration as well as analysis. Qualitative research includes interviews and focus groups while the quantitative research comprises of surveys and experiments.
Under multi – method, the research uses the strategy of methodological research that includes multiple methods to collect data and its analysis. Such a method is based on the quantitative or the qualitative techniques or a combination of both. 
The current study applies mixed method including personal interviews to collect qualitative data and a survey questionnaire to collect quantitative data.
[bookmark: _Toc82772005]3.2.5 Research Time Horizon
In research, the time horizon is the planned horizon and refers to the fixed point of time  in the future where the processes get assumed or evaluated to reach a conclusion.  In the longitudinal study, research observations comprise of gathering data for  a common subject set recurrently for a time period. Longitudinal research project extends over time and the same individual sets are observed for the period (Ellingsen, Størksen and Stephens, 2010). In a cross sectional study, observation is done considering different groups in the population for comparing them at a point. The findings are reached as per what fits the frame. The benefit of such a study is that different variables get compared at one point of time. There is, however, limited scope for provision of definite information on the cause – and – effect relation.
The current study applies cross sectional study to achieve right information from the respondents to the interview and survey employed with Selfridges.
[bookmark: _Toc82772006]3.2.6 Research Technique
Data Collection has been done using primary and secondary methods. The collection of primary data includes the responses that will be collected from 2 managers and 50 employees of Selfridges while the collection of secondary data would include reference from already established literary sources. The response of the managers contribute qualitative information for the study while the response of the employees would form the quantitative information (Denk, 2010). The managers respond to a semi – structured interview with open ended questions while the employees would have to answer a survey questionnaire with close ended questions comprising of multiple choices as answers.
Simple Random Sampling has been applied to select the sample size of 2 managers and 50 employees of Selfridges from the wider employee base. It is not practical to interview and survey all the employees and managers therefore a sample size would be selected to represent the attributes of the entire employee population of the retailer.
[bookmark: _Toc82085706][bookmark: _Toc82772007]3.3 Time Scale
The Gantt Chart provided below gives an idea of the primary stages of the activities and the time period required for the same.
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[bookmark: _Toc82772008]3.4 Ethical Consideration
Ethical means has been applied with no external force, influence or coercion, the safety, security and health of the participants would be prioritised; anonymity will be maintained with no commercialisation of the information. The data would be protected from pilferage, leakage and theft by using firewall, anti - virus and other means of protection. The respondents were informed of their contribution towards the study being on good faith without any financial benefits. The information collected has been restricted to academic use and not been disclosed without authorisation. The safety, health and well – being of the participants have not been compromised at any point of time (Humphreys, 2016). 

[bookmark: _Toc82772009]3.4 Research Limitations
Due to the Covid 19 pandemic and the mid seasonal sale in the store  it was not possible to have inter – personal interaction with the respondents the survey was conducted digitally only the  interviews was face to face with following the social distance guidelines.  
[bookmark: _Toc82772010]3.5 Summary
The methodology applied in the study aids in taking the research forward. The following chapter includes the study results and analysis that comprises of the investigation of the  qualitative and quantitative information  for reaching the study conclusion.


[bookmark: _Toc82772011]Chapter 4: Research Results and Findings
[bookmark: _Toc82772012]4.1 Introduction
This chapter includes the research results and findings taking into consideration the responses obtained from the 50 employees of Selfridges through the survey questionnaire in the first section to understand the approaches to and outcomes of employee motivation and engagement strategies in the UK retail sector. The data gathered have been represented through graphs and charts for better understanding and then the findings have been interpreted to reach a result that would aid in concluding the research. The second section include the responses of the 2 managers at Selfridges; their response to the interview questions have been observed to reach a conclusion for the study.


[bookmark: _Toc82772013]4.2 Quantitative Type Data Analysis
This section includes the quantitative responses of the 57employees (approx.85 send) at Selfridges to the survey questionnaire.

1. Age Bracket
	Options
	Respondents
	Total Respondents
	Percentage

	18 years – 25 years
	16
	57
	28%

	26 years – 35 years
	15
	57
	27%

	36 years – 45 years
	10
	57
	21%

	46 years – 55 years
	8
	57
	12%

	56 years +
	8
	57
	12%


Table 1: Age bracket


Graph 1: Age Bracket
Findings: The 57 respondents were asked about the age bracket they belonged to. 28% of the respondents said they were between 18 years and 25 years of age, 27% respondents said they were between 26 years and 35 years of age, 21% respondents shared that they were between 36 years and 45 years of age while 12% respondents said they were between 46 years and 55 years of age while another 12% said they were 56 years and above.

Analysis: Including respondents of different age brackets is beneficial for a research as the opinions, experiences and views of people differ based on their age. A person who is at the beginning of the career and is 18 years of age will have lesser experiences in comparison to a person who is middle aged and with more corporate exposure. Selfridges as big organization provide more benefits for staff member which has been working for the company more years.  

2. Tenure of Employment
	Options
	Respondents
	Total Respondents
	Percentage

	< 1 year
	16
	57
	30%

	1 year – 3 years
	14
	57
	28%

	4 years – 6 years
	11
	57
	20%

	7 years – 9 years
	10
	57
	12%

	10 years +
	6
	57
	10%


Table 2: Tenure of employment


Graph 2: Tenure of employment

Findings: The 57 respondents were asked how long they have been working for Selfridges; in response to this, 30% participants said they were employed with Selfridges for less than 1 year, 28% participants said they were working for Selfridges for a duration between 1 year and 3 years while 20% participants said they were working for Selfridges for 4 years to 6 years. 12% participants shared that they had been working for Selfridges for 7 years to 9 years while another 10% participants shared that they were working for the retailer for 10 years and more.

Analysis: Duration of employment with Selfridges is another significant point; an employee who has worked for 6 months will have lesser experiences in comparison to an employee who has worked for 6 years. The responses too would be influenced by such factors. I mention in the in the first question analysis is important to know the age and the years for the staff member, because they will receive more benefits comparing to the young age and low years working in the business. For example, all the staff member received 20% discount in store only the staff member who has been working more then 10 years will received 45% discount in all the store. 


3. Rating of Selfridges as an Employer

	Options
	Respondents
	Total Respondents
	Percentage

	Scale 5
	16
	57
	31%

	Scale 4
	13
	57
	24%

	Scale 3
	12
	57
	21%

	Scale 2
	8
	57
	12%

	Scale 1
	8
	57
	12%


Table 3: Rating of Selfridges as an Employer


Graph 3: Rating of Selfridges as an Employer

Findings: The 57 respondents were asked to rate Selfridges as an employer on a scale of 5 to 1 where 5 is highest and 1 is lowest. 31% participants gave the highest rating of Scale 5 while 24% respondents gave the second highest rating of Scale 4. The average rating of Scale 3 was given by 21% participants. On the lower side, 12% gave Scale 2 while 12% gave Scale 1.

Analysis: The ratings of the respondents are influenced by their experiences with Selfridges. An employee who has had positive experiences would provide a higher rating while an employee who has more expectations would provide a lower rating. Rating is also influenced by tenure of employment; a more experienced employee would have more events to refer to while providing the rating for Selfridges.


4. Selfridges encourages high employee engagement
	Options
	Respondents
	Total Respondents
	Percentage

	Strongly agree
	16
	57
	31%

	Agree
	14
	57
	27%

	Neutral
	14
	57
	27%

	Disagree
	9
	57
	10%

	Strongly disagree
	4
	57
	5%


Table 4: Selfridges encourages high employee engagement


Graph 4: Selfridges encourages high employee engagement

Findings: The 57 respondents were asked if they agreed that Selfridges encouraged high employee engagement. 31% of the participants strongly agreed with this while another 27% respondents agreed with this. 27% respondents were neutral in their response. On the negative side, 10% participants disagreed and another 5% strongly disagreed.

Analysis: Organisations that encourage high level of employee engagement are able to establish a healthy work environment where the employees are happy and are motivated to put in their best effort. An organisation in order to retain the right talent and nurture them well is required to ensure the work force is satisfied with the job, the employer, the role, the environment and different other factors so that their level of engagement can be increased.


Manager 1 & 2 and the employee analysis:
All the employees and Managers think the same about the level of engagement in the organization. The high response of the employees about Selfridge’s engagement and Manager’s response makes sure the organization use the right strategy to engage with all the employers.  The result of this engagement is the productivity and achievement for each one individually. Happy employers and happy Managers are the best motivation in retail sector. 


5. Selfridges has done enough for employee motivation
	Options
	Respondents
	Total Respondents
	Percentage

	Strongly believe
	16
	57
	31%

	Believe
	12
	57
	24%

	Neutral
	14
	57
	28%

	Disbelieve
	9
	57
	10%

	Strongly disbelieve 
	6
	57
	7%


Table 5: Selfridges has done enough for employee motivation

Graph 5: Selfridges has done enough for employee motivation
Findings: The 57 respondents were asked if they believed that Selfridges had done enough for the motivation of employees to which 31% respondents strongly believed, 24% respondents believed, another 28% respondents were neutral in their response, 10% respondents disbelieved in this and 7% strongly disbelieved in this.

Analysis: Having a motivated task force is like winning half the battle; employees who are motivated are encouraged enough to work hard and be goal oriented. If the employees have a low motivation level, they will not have the urge to perform and this reflects on the over – all performance of the organisation. it is the onus of the organisations to make sure there are strategies for employee motivation amidst a competitive market environment so that the employees can be retained, developed, nurtured, and encouraged to contribute towards organisational success.
Manager 1 & 2 and the employee analysis:
Every person is motivated in the workplace differently this is showing very well in this analysis Manager 1 said employee motivation refers to the level of commitment, creativity, and energy that the employees of an organisation bring to their work. Manager 2 said generous benefits and a paycheck of a sizeable amount is important for employees. Each employee is different but all strong believed on the motivation is very important especially in Department stores with a lot of competitors brands. 

6. Factors that are motivational?
	Options
	Respondents
	Total Respondents
	Percentage

	Higher pay
	15
	57
	30%

	Higher reward and recognition
	18
	57
	35%

	Higher responsibility
	10
	57
	16%

	Higher image/reputation
	8
	57
	13%

	Others 
	6
	57
	6%


Table 6: Factors that are motivational

Graph 6: Factors that are motivational
Findings: The 57 respondents were asked what motivated them. 30% of the participants said higher pay, 35% of the participants said higher reward and recognition. 16% of the respondents said higher responsibility, 13% of the participants said higher image/reputation while another 6% had diverse responses.

Analysis: Different individuals are motivated by different factors; while some individuals are motivated by financial benefits, there are others who take the challenge of the role or the responsibility. Again, there are people who are totally goal driven and work as per their job requirement, excel in it and this is motivation by itself to be ahead of peers and mark their own niche. Therefore there is no one – fit for all employees and different factors motivate different people. It is required of organisations to individually analyse what drives their human resources so that each resource can be effectively used. This is beneficial both for the productivity and development of the individual employee and for the organisation.

7. Employee engagement is significant for elevating work
	Options
	Respondents
	Total Respondents
	Percentage

	Strongly believe
	18
	57
	35%

	Believe
	16
	57
	30%

	Neutral
	9
	57
	20%

	Disbelieve
	8
	57
	10%

	Strongly disbelieve 
	6
	57
	5%


Table 7 Employee engagement is significant for elevating work

Graph 7: Employee engagement is significant for elevating work
Findings: The 57 respondents were asked if they believed that employee engagement is significant for the elevation of work. 35% of the respondents strongly believed in this, 30% of the respondents believed in this, 20% of the respondents were neutral in their opinion, 10% of the respondents disbelieved in this while 5% of the respondents strongly disbelieved in this.

Analysis: In an organisation, the employees are the back bone. It is their relentless effort that aids the organisation to succeed even if the management is the brain behind the hard work, it is the input of the employees that execute the strategies. Therefore higher the level of employee engagement, better the performance of the employees which in turn cumulatively improve the performance of the organisation. the importance of employee engagement for elevating the level of work achieved within an organisation therefore is undeniable.

8. Selfridges makes effort for employee engagement
	Options
	Respondents
	Total Respondents
	Percentage

	Strongly agree
	18
	57
	32%

	Agree
	15
	57
	26%

	Neutral
	13
	57
	24%

	Disagree
	6
	57
	10%

	Strongly disagree
	5
	57
	8%


Table 8: Selfridges makes effort for employee engagement

Graph 8: Selfridges makes effort for employee engagement
Findings: The 57 respondents were asked if they agreed that Selfridges made an effort for the purpose of employee engagement. 32% of the respondents strongly agreed with this, 26% of the respondents agreed with this, 24% of the respondents were neutral in their opinion, 10% of the respondents disagreed with this while 8% of the respondents strongly disagreed with this.

Analysis: The Retail sector is highly competitive since most of the products offered are of similar category. As the retailers are unable to innovate much in terms of products, it is the level of service and customer interaction where they try to out run one another and be ahead with a competitive benefit. It is required of each retailer to make efforts for employee engagement as if they falter, the competition would make best of the situation, poach the talent, lure the customers and eat into the market share held.

9. Rating of employee engagement efforts by Selfridges
	Options
	Respondents
	Total Respondents
	Percentage

	Scale 5
	18
	57
	34%

	Scale 4
	12
	57
	28%

	Scale 3
	10
	57
	21%

	Scale 2
	9
	57
	8%

	Scale 1
	8
	57
	7%


Table 9: Rating of employee engagement efforts by Selfridges

Graph 9: Rating of employee engagement efforts by Selfridges
Findings: The 57 respondents were asked to rate the efforts of employee engagement made by Selfridges on a Scale of 5 to 1 where 5 is the highest rating and 1 is the lowest rating. 34% of the participants gave the highest rating of Scale 5 and 7% of the respondents gave the lowest rating. In between Scale 4 was provided by 28% of the respondents, Scale 3 was provided by 21% of the respondents and Scale 2 was provided by 8% of the respondents.

Analysis: While all organisations make certain level of effort for improving employee engagement, how well it achieves success depends on its acceptance and application. Any strategy can be successful if the outcome is as desired or there is achievement of high level of success where the outcome exceeds expectations. The ratings provided are in alignment with the experiences of the employees and how the efforts made by Selfridges has helped to develop their level of engagement.

10. Biggest Competitors of Selfridges
	Options
	Respondents
	Total Respondents
	Percentage

	Harrods
	16
	57
	28%

	Harvey Nichols
	14
	57
	24%

	House of Fraser 
	11
	57
	22%

	John Lewis
	10
	57
	18%

	Others 
	6
	57
	8%


Table 10: Biggest competitors of Selfridges

Graph 10: biggest competitors of Selfridges
Findings: The 57 respondents were asked who the biggest competitors of Selfridges were; 28% of the participants thought it was Harrods, 24% of the respondents thought it was Harvey Nichols, 22% of the respondents thought it was House of Fraser, 18% of the respondents thought it was John Lewis while 8 % of the respondents had diverse responses.

Analysis: All industries and sectors have several players who compete against one another thus keeping the market dynamics lively and the presence of the market players active. If any one market player falters, it falls behind on the rat race and this effects the market position. Selfridges too has few peers who are in direct competition in terms of revenue generation, loyal customers, sales reached and other aspects of business and the market share held and fought for with these competitors help Selfridges to improve on a regular basis to stay ahead in the race.


11. Scope of switching loyalty with the right motivation
	Options
	Respondents
	Total Respondents
	Percentage

	Strongly agree
	8
	57
	10%

	Agree
	9
	57
	12%

	Neutral
	17
	57
	30%

	Disagree
	11
	57
	28%

	Strongly disagree
	12
	57
	20%


Table 11: Scope of switching loyalty with the right motivation

Graph 11: Scope of switching loyalty with the right motivation
Findings: The 57 respondents were asked if they agreed that there was scope for them to switch loyalty if they were provided with the right motivation. 10% respondents strongly agreed with this while 12% respondents agreed with this. 30% of the respondents were neutral in their response and on the negative side, 28% of the participants disagreed with this while 20% of the respondents strongly disagreed with this.

Analysis: Employees work for very specific reasons; they seek to improve their knowledge, skill and know – how, they want to gain experience and they want to earn money. If these aspects of employment are not provided to them, they are not motivated to work with their current employer. This is when employees seek alternative employment, and it is easy for the competitors to poach the right talent by luring them with lucrative offers. Therefore, an organisation needs to make sure the right motivation is provided to the work force or else some other player in the market will attract them and this will be a big blow for the company.

12. Efforts of Selfridges to retain an employee
	Options
	Respondents
	Total Respondents
	Percentage

	Provide scope for growth
	14
	57
	24%

	Training and development
	18
	57
	26%

	Enhance compensation
	10
	57
	20%

	Rewards and recognition
	11
	57
	18%

	Others 
	4
	57
	12%


 Table 12: Efforts of Selfridges to retain an employee

Graph 12: Efforts of Selfridges to retain an employee
Findings: The 57 respondents were asked what efforts were made by Selfridges for retention of the employees. 24% of the participants believed the effort was towards provision of the scope for growth, 26% of the participants believed the effort was towards training and development. 20% of the respondents believed the effort was towards enhancement of compensation while another 18% respondents believed the effort was towards rewards and recognitions. 12% respondents had other responses.

Analysis: Employees are strong resources for an organisation and it is essential for each organisation to make efforts for retaining them. This is significant as existing employees are already aware of the way an organisation works and there is no need to further provide training to them, training new employees involves time, effort and money and also if the organisations do not take the corrective measure for employee retention, the competitive organisations will poach them by luring them with attractive offers. Any organisation to achieve success needs to have the right resource at the right job at the right time against the right remuneration; if the resource is poached, it negatively effects the business and gives the competitor an advantage which is not good in a competitive market.


[bookmark: _Toc82772014]4.3 Qualitative Data Analysis and Findings 
This section includes the qualitative responses of the 2 managers working with Selfridges  that were shared during the interview conducted.
Q1. What do you understand by employee engagement?
	Manager 1:
	An organization that invests in the aspect of employee engagement is able to improve the level of productivity, the quality of work and also is able to successfully retain the right talent pool. In current times, employee engagement is a significant indicator of gauging the level of work satisfaction. The employees are not satisfied with only a 9 to 5 job but need more involvement in their work, they are enthusiastic about the organization they work for and the level of commitment extended towards the fellow workers. Low level of employee engagement is the result of several factors like inadequate recognition of the work done, poor level of communication and incorrect alignment of the job profile with the mission of the organization.  It is required of the organisational leaders to view employee engagement to be a strategic objective of the business as employees who are engaged result in long – term retention of the employees, improved levels of productivity and also enhanced work quality.

	Manager 2:
	At the work place, employee engagement refers to the approach that results in achieving the right condition for all organisational members so that they are able to give their best every data with a commitment towards the organisational values and goals; this essentially requires having the right level of motivation so that organisational success can be achieved with a higher sense of one’s own well – being. The aspect of employee engagement is based on integrity, trust and dual way commitment between the members and the organisation. The approach aids in increasing the chances of achieving success for the business with contribution towards individual as well as organisational performance, well – being and productivity.





Q2. What is your perception of employee motivation?
	Manager 1:
	In general terms, employee motivation refers to the level of commitment, creativity and energy that the employees of an organisation bring to their work. Whether there is economic growth or shrinking being experienced, it is required to find ways that motivate the employees. Employees who have a low level of motivation often demonstrate discouragement, disinterest, complacency and other negative features. Such type of attitude cumulatively results in crises. A notable approach for employee motivation is the add – ins in the individual’s jobs for the improvement of performance, there are different ways of achieving the same like profit sharing, company vehicle, employee plan for stock ownership, life insurance, health care, work out facilities, child care facility, meal plans at subsidized rates and much more that are used by employers to keep the employees motivated and happy.

	Manager 2:
	Generous benefits and a pay check of a sizeable amount is important for employees. However, it is appreciation and recognition that make people happy and demonstrate a higher level of engagement at the work place. Each employee is unique and different therefore to keep every - one motivated, while showing appreciation, the managers need to consider each person as an individual. While there are certain employees who are motivated by getting an opportunity to take on work that is new or challenging, others are there who are more socially oriented and appreciate celebration of a win or a lunch – outing. It is important to remember the employees are people and if they are treated as mere work units, they will not feel valued. 





Q3. What are the approaches of Selfridges towards employee engagement and motivation?
	Manager 1:
	At Selfridges, there is no definition for engagement and it is viewed as a broader concept. The organisation have a fixed notion pertaining to engagement without having it clearly written down; however, the measurement of engagement is done in alignment with a scale around the relation with the team mates, the work environment and other factors. A survey is conducted once annual to understand how the people feel and if there are necessary tools as well as power for helping them perform well, if they are provided with an environment that is energising and if the culture is motivating for the task force. It is also true that the concept is over – used. It has been observed at Selfridges that there is an over – all overarching engagement as well as strategy for human resources . the strategy is led by the retailer’s business and employee engagement is among the metrics for observing if the human resources adhere to the correct path.  

	Manager 2:
	Selfridges is typically characterised by the delivery of high team performance of the human  resources that result in enhanced organisational performance. This has added to the success achievement of the organisation and ensure there is steady growth and securing of a notable share in the market. due to the ever increasing marketing pressure, the requirement of the market situation is for an effective and efficient system of communication where the relevance of the human resources is high across the stores and there is review of the responsibility held by the line managers to make sure the human resource policies are duly implemented. Through the redistribution of the responsibilities for the human resource aspects, the line managers are given a chance to be part of the daily administration of people, the decision making and other features thereby adding towards employee engagement and motivation.





Q4. What outcomes has Selfridges achieved with these approaches mentioned towards employee engagement and motivation?
	Manager 1:
	At Selfridges, it is believed that the people are truly the heart of the business. The values of the organisation are the responsibility of the people within it and respect is extended for those who work for the retailer. The team members include all those who are directly employed by the retailer including people working at the head office, service centre and stores. The processes and policies that are embedded across the business are beneficial for ensuring the team members are recipient of fair treatment, there is proper understanding of their expectations, and also that the employees have awareness of where to seek support. The managers are effective for upholding the standards and extending support for the team members.

	Manager 2:
	To ensure the task force is engaged and motivated, Selfridges has offered to them the latest techniques and technology so that they are adequately equipped. The human resource managers shoulder the responsibility of keeping the employees trained and ensure that competitive benefits are achieved. At Selfridges, the role of the team leader includes building the communication system to have higher effectiveness. The senior management at the retailer are of firm belief that employees are engaged and motivated due to the change in the role of the team leader which aids in improving the attitudes and performances. At Selfridges, high performance, work behaviour and commitment are directly under the influence of the course of action under taken by the line manager.





Q5. Do you think these approaches of Selfridges are enough or do you think changes are essential for improving them?
	Manager 1: 
	There are no hard and fast fixed rules for employee engagement and motivation and it is essential that organisations adapt as per the situation in hand. For example, before the world was plagued by the Corona Virus pandemic, the approaches and outcomes at Selfridges were different. However, due to social distancing norms, lock downs and other restrictions due to the global pandemic, the way retailers operate have changed. While retail workers are considered to be front line workers, the stores have to work with minimum capacity, roster duties and encourage remote working for roles that do not require the presence of the employees on site. Therefore improvisation is the key and it is important that Selfridges adapt as per the prevalent conditions. If the current approaches are required to be improved depends on how well they are suited under the current scenario, however, undoubtedly, any business that wants to succeed and thrive amidst competition in the market needs to evolve and keep improving itself regularly.

	Manager 2:
	Kaizen or continuous improvement is essential for any business to thrive amidst competition. While a strategy might work for a finite period of time, with time, change and requirement of the industry, it is required for business to change, improve and improvise. No approach can be infinitely successful and it is bound to happen that at one point of time it needs to be modified so that the business can be improved further. 





Q6. What recommendations do you have for the organization to improve on the approaches for employee motivation and engagement undertaken at Selfridges?
	Manager 1:
	To improve on the current approaches, it is essential that Selfridges conduct communication regularly and deliberately. Frequent communication of news with the right intention is essential especially amidst the global pandemic. There are employees who work remotely, therefore managing those individuals would also require a strong communication system. It is also required that Selfridges invest in the well – being of the employees; steps for creating a healthy workplace, aid the employees, training people to cope with situations, providing medical coverage if people are tested positive for Covid 19 and so on aid in improving the staff well – being. Encouraging feedback is a good way of improving on the current approaches; as feedback collected is then acted upon. 

	Manager 2:
	Provision of the definition of the organisational purpose and then sharing it is one way to improve on the current approaches. When there is clarity in the definition of the organisational vision and purpose, there is improved understanding of the projects and also the actions are duly aligned with the goals on the whole. In the current world, empowerment of the people is highly essential. This provides support and increases the level of trust among the people within the organisation. needless to say good work always needs to be recognised. Doing this regularly, willingly and publicly would boost the motivation level of the people as well as improve on their engagement level. Even though half the task force is working remotely, digitally sharing achievements across stores by Selfridges would make sure the employees work harder and are motivated as their efforts are appreciated.





Q7. Do you think the competition has an edge over Selfridges in regard to the employee motivation and engagement strategies?
	Manager 1:
	Every organisation has their own unique way of engaging and motivating their people, at Harrods, for example, the employees are encouraged to apply for alternative roles within the organisation. there is also commitment of the resources to extend help towards the staff members for growing and engaging their skill set. A career week is held twice in a year where the employees are offered with training as well as accredited opportunities for education by means of a dedicated development and learning team.

	Manager 2:
	Harvey Nichols on the other hand has a congenial environment with the store manager encouraging the employees to put in more effort. The employees at Harvey Nichols are critical towards achievement of the goals and such employees are recruited who have high motivation and energy. The employees at Harvey Nichols are critical towards the achievement of work being done well with the employees being such individuals who are decent and hard working. Employees are motivated such that they have high levels of energy and are motivated to improve their individual performance and the performance of the organisation on the whole.





Q8. In the long term, where do you see yourself and Selfridges in the competitive map?
	Manager 1:
	Taking into consideration the Corona Virus outbreak and how there are different waves plaguing the world over, planning anything long term would be inappropriate. It is better to take small and calculative steps in the  short term so that success is achieved, the business can grow and the employees have no fear about their jobs or economic health. Selfridges is a chain of department stores of the high end and has been around 1908, therefore the stability of the business cannot be doubted. However, due to the pandemic, the times are unsure, the demand for the products and services have been chaotic and also due to the social restrictions and quarantine, all businesses across industries have had to alter their ways of conducting. 

	Manager 2:
	The competitors of Selfridges are different. While Selfridges operates and owns department stores in Manchester, London and Birmingham and offers to the customers shoes, accessories, clothes, and bags, at Harrods, the offerings include footwear, luxury clothing and accessories for children, women, and men. Harrods as a mean competitor offers high paid and more benefits such as staff discount 30% and every 3 months additional 10% which is higher and more attractive compered to Selfridges. Therefore, the competitive map for Selfridges is diversified and with appropriate strategies and approaches, it is possible to carve one’s own niche in the market. If the organisation succeeds, it is imperative that every individual personnel within it will also grow, whether it is in the short term or in the long run. However, the current condition of the world health cannot be ignored and any approach or strategy has to be such devised that the pandemic does not spoil the efforts or plans made for the future.




[bookmark: _Toc82772015]4.4 Summary
While the current chapter conducts a combination of quantitative analysis to reach the study results and findings which is supported by graphs and charts and qualitative analysis through observation, the following chapter includes the research conclusion and the proposed recommendation which is appropriate and in alignment with the research topic.


[bookmark: _Toc82772016]Chapter 5: Conclusion and Recommendation
5.1 [bookmark: _Toc82772017]Conclusion
Therefore from the data collected and information analysed in the above chapters, it is evident that employee motivation and employee engagement are essential for organisations to mark their own niche in the market and ensure the business is run successfully, similarly the approaches used by Selfridges to achieve the same had had desirable outcomes due to which the business has sustained since the year 1908. It is understood through the secondary data that motivation extends support for the people to act, decide and take any specific action course. motivation cannot be same for all the individuals; while some are driven by financial benefits, others are driven by the challenges associated with the work. The discussion highlights that when an employee is motivated intrinsically, the passion for their work is elevated as the individual enjoys doing the work and take pride and achieve satisfaction when the work is done well. Employees who have extrinsic motivation take spur of the moment action that can be negative or positive and the employees do this for  gaining rewards or ensuring the senior person is happy with the work done. 

Objective 1: To analyse what employee motivation is has been achieved in section 2.2 of the literature review section. As per the opinions, views and concepts of the secondary sources of information referred to, employee motivation includes energy, commitment, creativity and persistence brought to the job by the employees. This has been further elaborated with the help of Maslow’s Needs Motivation Theory; as per the Hierarchy of Needs, human beings get motivation through five basic needs that are arranged as per their hierarchy. Additionally, the Expectation Theory of Motivation has been used to further explain the concept of motivation where emphasis is put on the outcomes and not the needs. Lastly, the Herzberg Theory of Motivation has been applied to put forth an argument and establish that motivators encourage employees to improve their work .
 
The study also considers detailed research on the aspect of employee engagement. It has been observed that employees who are engaged have a high level of intrinsic motivation. Such employees tend to have affection towards their work, they work towards honing of their skills and are always enthusiastic about application of their talent. As per the information used in the study, it is noted that employee engagement can be enhanced when the employees have a clear understanding of what they are required to do and are productive in their own capacity. An organisation such as Selfridges is required to make sure the employees have awareness of the duties and responsibilities associated with their role. Goal setting is also essential in this regard so that the employees have something to work towards and be passionate about. Employees need to be made aware of the purpose  and this is beneficial for elevating their level of engagement.

Objective 2: To investigate what strategies are beneficial for employee engagement has been achieved through section 2.3 of the literature review chapter. As per the opinions of the articles used in this section, it is important that the employees speak what is on their mind and ask the right types of questions. Seeking feedback, identification of problems and acting are mandatory in order to elevate the level of employee engagement and achievement of success in their endeavours. The peer reviewed literary sources further elaborate that strategies are important to keep the employees engaged and these include upholding of the core values, carving the career paths, providing growth opportunities, promotion of transparency, recognition of the high achievers, honest sharing of feedback and holding the related parties accountable for the occurrences.

Selfridges is a renowned chain of high – end type department stores that are present in the United Kingdom and had been founded in the year 1908. The company is within the retail industry. As the number of stores are limited in number, it is essential to ensure the task force is motivated and engaged for business success as well as contribute positively towards individual and organisational achievements. In order to sustain the business amidst competition, it is essential for Selfridges to undertake certain approaches for employee motivation and engagement and use the outcomes of such approaches for the benefit of the organisation as well as the human resources. While there are different approaches used by different businesses within the retail sector of the United Kingdom, the example of Selfridges has been used to make the information more specific in nature.

Objective 3: To understand the approaches and outcomes of employee motivation as well as engagement strategies in the retail sector of UK with focus on Selfridges has been achieved in section 2.4 of the literature review  chapter where details of Selfridges and its approaches have been discussed in details. It has been observed through the discussion that Selfridges recognises the significance of the employees and acknowledge their contribution for organisational success. Selfridges strives towards making sure that the task force is motivated, encouraged and inspired with a proper commitment towards the objectives delivery and engaging them to such an extent that the boundaries are pushed for achieving a higher level of success.
The study considers 2 managers and 50 employees working for Selfridges for the purpose of collecting primary data and obtaining first - hand information on the selected research topic. The application of mixed methods in the research is beneficial since this widens the perimeter of research and adds value to the study being conducted. It is anticipated that the results achieved from the current study will provide invaluable information to future studies as it includes both primary as well as secondary data. The sourcing of secondary data through peer reviewed published articles and literary sources establishes validity and justification for the information being used. 

[bookmark: _Toc82772018]5.2 Recommendation

In reference to the research that has been conducted above, the following recommendations have been provided for Selfridges to make sure the level of motivation and engagement is high and positively contributes towards individual and organisational success amidst the notable level of competition that is prevalent in the retail sector of the United Kingdom.
· Since every individual is unique, it is essential to understand the core requirement for employee motivation and engagement and devise approaches accordingly. In such a competitive market with several employees, it is not practical to cater to individual requirements, however, understanding the basic factors is essential and then these can be developed to meet the needs of individual employees
· Sharing of information is highly essential, especially during trying and uncertain times such as the Covid 19 out - break. As most businesses are downsizing or working with smaller count of people, employees are unsure of the stability of their employment. This is when Selfridges needs to put effective communication to good use and share any information, be it good or be it bad with the employees so that there is clarity and transparency. if the communication is not clear, people tend to worry and this is when rumours start floating. Information sharing has to be clear both in upward flow and down ward flow be it in the form of instructions, reports or achievements.
· Periodic assessment of the approaches and the level of success of the outcomes need to be appraised. There is no fixed approach that works forever, and it is essential for the business to consider different influencing factors for the approaches to achieve the desired outcome in employee motivation and engagement. An approach that was working well before the pandemic might not be suitable during the lock down or quarantine periods. Similarly, a strategy that works during the pandemic might not work when the world health improves and people and also businesses get back to their normal lives. Thus assessment of the approaches undertaken by Selfridges would be beneficial in understanding how the approaches are working, if there is any approach that requires improvisation, any that needs to be discarded or an approach that has better outcome than others. Then accordingly strategies can be devised to use, improve or discard the approaches so that the level of employee engagement and motivation is always enhanced thus giving Selfridges a competitive benefit in the market and high productivity level within the organisation.
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[bookmark: _Toc82772020]Appendix 1: Survey Questionnaire for employees of Selfridges
Q1. What age bracket do you belong to?
· 18 years – 25 years
· 26 years – 35 years
· 36 years – 45 years
· 46 years – 55 years
· 56 years +
Q2. How long have you been employed with Selfridges?
· < 1 year 
· 1 year – 3 years
· 4 years – 6 years
· 7 years – 9 years
· 10 years +
Q3. Rate Selfridges on a Scale of 5 to 1 ( with 5 being highest and 1 being lowest ) as an employer
· Scale 5
· Scale 4
· Scale 3
· Scale 2
· Scale 1
Q4. Do you agree that Selfridges encourage high level of employee engagement?
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
Q5. Do you believe that Selfridges has done enough to  keep the employees motivated?
· Strongly believe
· Believe
· Neutral
· Disbelieve
· Strongly disbelieve
Q6. What motivates you?
· Higher pay
· Higher reward and recognition
· Higher responsibility
· Higher image/reputation 
· Others
Q7. Do you believe employee engagement is significant for elevating your work?
· Strongly believe
· Believe
· Neutral
· Disbelieve
· Strongly disbelieve
Q8. Do you agree Selfridges makes effort for employee engagement?
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
Q9. On a Scale of 5 to 1 where 5 is highest and 1 is lowest, rate the efforts of Selfridges for employee engagement.
· Scale 5
· Scale 4
· Scale 3
· Scale 2
· Scale 1
Q10. Who according to you is the biggest competitor of Selfridges?
· Harrods
· Harvey Nichols 
· House of Fraser 
· John Lewis 
· Others
Q11. Do you agree that you will switch loyalty to one of the competitors of Selfridges if they offer you the right motivation?
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
Q12. What can Selfridges do to make you stay?
· Provide scope for growth
· Training and development
· Enhance compensation
· Rewards and recognition
· Others 


[bookmark: _Toc82772021]Appendix 2: Interview Questions for Managers of Selfridges

Q1. What do you understand my employee engagement?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
Q2. What is your perception of employee motivation?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
Q3. What are the approaches of Selfridges towards employee engagement and motivation?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
Q4. What outcomes has Selfridges achieved with these approaches mentioned towards employee engagement and motivation?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
Q5. Do you think these approaches of Selfridges are enough or do you think changes are essential for improving them?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
Q6. What recommendations do you have for the organization to improve on the approaches for employee motivation and engagement undertaken at Selfridges?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
Q7. Do you think the competition has an edge over Selfridges in regard to the employee motivation and engagement strategies?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
Q8. In the long term, where do you see yourself and Selfridges in the competitive map?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………


Age Bracket	[CATEGORY NAME], 16, 28%
[CATEGORY NAME], 15, 27%
[CATEGORY NAME], [VALUE], 21%
[CATEGORY NAME], [VALUE], 12%
[CATEGORY NAME], 8, [PERCENTAGE]
18 years – 25 years	26 years – 35 years	36 years – 45 years	46 years – 55 years	56 years +	12	14	10	8	6	Tenure of Employment	[CATEGORY NAME], 16,30%
[CATEGORY NAME], 14,28%
[CATEGORY NAME], 11, [PERCENTAGE]
[CATEGORY NAME], 10,12%
[CATEGORY NAME], 6,10%
<	 1 year	1 year – 3 years	4 years – 6 years	7 years – 9 years	10 years +	8	12	10	14	6	Rating of Selfridges as an Employer	[CATEGORY NAME], 16,31%
[CATEGORY NAME], 13, [PERCENTAGE]
[CATEGORY NAME], 12, 21%
[CATEGORY NAME], [VALUE], 12%
[CATEGORY NAME], 8, [PERCENTAGE]
Scale 5	Scale 4	Scale 3	Scale 2	Scale 1	14	12	10	8	6	Selfridges encourages high employee engagement	[CATEGORY NAME], 16, 31%
[CATEGORY NAME], [VALUE], 27%
[CATEGORY NAME], 14, 27%
[CATEGORY NAME], 9, 10%
[CATEGORY NAME], [VALUE], 5%
Strongly agree	Agree	Neutral	Disagree	Strongly disagree	14	14	12	6	4	Selfridges has done enough for employee motivation	[CATEGORY NAME], 16,31%
[CATEGORY NAME], 14, 28%
[CATEGORY NAME],9, 10%
[CATEGORY NAME], 6, 7%
Strongly believe	Believe	Neutral	Disbelieve	Strongly disbelieve 	14	12	12	7	5	Factors that are motivational	[CATEGORY NAME],18, 35%
[CATEGORY NAME], [VALUE], 16%
Higher image/reputation, 8,13%
[CATEGORY NAME],6, [PERCENTAGE]
Higher pay	Higher reward and recognition	Higher responsibility	Higher perks	Others 	15	12	10	10	3	Employee engagement is significant for elevating work	[CATEGORY NAME], 18,35%
[CATEGORY NAME], 16,30%
[CATEGORY NAME], 9,20%
[CATEGORY NAME], [VALUE], 10%
[CATEGORY NAME], [VALUE], 5%
Strongly believe	Believe	Neutral	Disbelieve	Strongly disbelieve 	13	12	11	8	6	Selfridges makes effort for employment engagement	[CATEGORY NAME], 18,32%
[CATEGORY NAME], 15,26%
[CATEGORY NAME], 13, [PERCENTAGE]
[CATEGORY NAME], [VALUE], 10%
[CATEGORY NAME], [VALUE], 8%
Strongly agree	Agree	Neutral	Disagree	Strongly disagree	14	13	12	6	5	Rating of employee engagement efforts by Selfridges	[CATEGORY NAME], 18,34%
[CATEGORY NAME], 12,28%
[CATEGORY NAME], [VALUE],21%
[CATEGORY NAME], [VALUE],8%
[CATEGORY NAME], [VALUE],7%
Scale 5	Scale 4	Scale 3	Scale 2	Scale 1	12	11	10	9	8	Biggest competitors of Selfridges	[CATEGORY NAME],16 [PERCENTAGE]
Harvey Nichols 14,24%
House of Fraser 11,22%
John Lewis 10,18%
[CATEGORY NAME], 6, 8%
Harrods	Matches Fashion	Citi Trends	JD Williams 	&	 Company	Others 	14	12	11	10	3	Scope of switching loyalty with the right motivation	[CATEGORY NAME], [VALUE], 10%
[CATEGORY NAME], [VALUE], 12%
[CATEGORY NAME], 17,30%
[CATEGORY NAME], 11,28%
[CATEGORY NAME], 12, [PERCENTAGE]
Strongly agree	Agree	Neutral	Disagree	Strongly disagree	8	9	12	11	10	Efforts of Selfridges to retain an employee	[CATEGORY NAME], 14, [PERCENTAGE]
[CATEGORY NAME], 18, 26%
[CATEGORY NAME], 10, 20%
[CATEGORY NAME], [VALUE], 18%
[CATEGORY NAME], [VALUE], 12%
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