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1./ Morrisons Supermarkets PLC approach to performance management


Discussion with Alison Jones Line Manager 
As the 4th largest retailer in the UK, Morrisons Supermarkets PLC adopts a traditional formal approach to performance management, the system is one of the commonly named “performance review” (Taylor, 2016) The system forms 2 main parts with an annual review at year end and half year review.  The system combines both output based assessments and behavioral assessments. The process follows the three basic criteria ;
· Target – the targets are divided into 2 sections, the company sets a generic set of operational and behavioral objectives which align with business objectives and values.  In addition there is a section to allow personal objectives which are agreed between the colleague and line manager both operational and behavioral 
· Incentives – the performance review has a section for development opportunities which aligns with a grading system for the current role, new to role, well placed, accelerating, struggling.  The company operates a performance related pay system which relates to the objectives and behaviors
· Monitoring – the review of key performance indicators using a traffic light system, red, amber, green 
The company approach supports the evidence from studies that show organisations are on average 23% more productive when using a formal approach (Bloom et al, 2012)

The performance management system has historically been a face-to-face process, however as a result of COVID 19 the company has had to adapt the process to utilise video calling.  The removal of face to face discussions can have negative impact on the flow of the review.

One of the problems with the company approach to performance review is the combination of performance-based pay award and development section, due to the year-end review have a potential impact on financial award the colleague / appraisee tends to focus solely on the positive aspects of their performance and not on their development needs and future performance, therefore reducing the likelihood of an open and honest discussion. (Taylor, 2016)
Morrisons has a problem in the way the interview itself is conducted, lots of line managers are not equipped with the skills to carry out an effective review of their colleagues, to address this issue the company need to reintroduce formal appraisal training for the line managers.(Taylor,2016) This will eliminate some of the issues in the effective completion of the interview, however there is still an issue with political decisions resulting in ratings that are not an accurate reflection of the individuals performance (Longenecker et al, 1987)

The organisation should adapt its current process, in addition to the dreaded end of year review the company should focus more on completing reviews continually to ensure a no surprise culture at year end and remove the mammoth preparation task for line managers.(Taylor,2016)


2./ Development Needs based on CIPD profession map

Based on the CIPD 2013 Profession map the following development needs were established

Professional Area –
Learning and development – build individual capability and knowledge to meet current and strategic requirements, develop and deliver a training session for appraisal training, to include role play activities so participants can critique and provide feedback on each others performance as described in best practice (Taylor, 2016) Plan time to coach line managers through the process ensuring understanding when they deliver the review.

Performance and Reward – Help create and maintain a high achieving organisation culture by delivering programmes that reward and recognise key employees capabilities, skills behaviours, experience and performance and ensure reward systems are market relevant, fair and cost effective, coach the managers to ensure the decisions they make over gradings are fair and not based on political agendas and that the preparation for the review is sufficient and consistent

Behaviours – 
Courage to challenge – show courage and confidence to speak up skillfully, challenging others even when confronted with resistance or unfamiliar circumstances.  Provide honest and frank feedback to the line managers regarding their approach to performance management
Skilled Influencer – demonstrate the ability to influence to gain the necessary commitment and support from diverse stakeholders in pursuit of organisation value, use emotional intelligence to gain commitment from all stakeholders to allow time to attend training and provide constructive feedback pitched at the correct level. (CIPD,2013)
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