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1./ Morrison’s approach to employee engagement, does it need a review based on current trends?

Morrisons supermarkets PLC realise the importance of employee engagement in delivering a superior organisational performance, Morrisons understand the need for discretionary effort from colleagues to support business objectives.  The retail industry has one of the highest turnover rates compared to other industries, environment, salary, and management being the biggest factors for people leaving the industry. (retailgazette,2016) In response to these trends retail organisations need to focus on employee engagement to improve retention and ensue they focus on what is important to the employee to gain commitment and organisational citizenship (CIPD,2014) 
Research shows there is an emphasis on the importance of the role of the line manager in creating an engaging culture (Purcell,2010) as a result morrisons needs to review its focus on the training and development of its line managers to create engaging managers.

Morrisons have a top-down approach to employee engagement, they have a clear and comprehensive set of policies and procedures to support employee engagement and follow the building blocks for engagement as described by MacLeod and Clarke (2009)
Despite the trends showing employee engagement levels to be stable in the UK, the retail industry has a way to go. Recent trends highlight employees are no longer just grateful for having a job, there is an increasing trend in employee expectations where they want more from their employers.  

As a result of the global pandemic there in an increasing requirement for organisations to be flexible, to support employees and allow them the flexibility to work in a way that best suits them and their families through hybrid / home working. (Forbes, 2021)

The pandemic has had an impact on the drivers of employee engagement, during the pandemic many organisations including Morrisons saw a positive impact on key drivers, however post pandemic the impact has become negative as highlighted in the top six trends in employee engagement.

1./ Transparency and communication 
The global pandemic saw a positive impact on the level of employee communication regarding change, as we start to come out the other end employees have noticed a decline in the level of communication, they receive from their employer from 78% at the height to 70% at the end.

2./ Trust in leaders 
The percentage of employees who have trust in their leaders has dropped from 90% during the pandemic to 84% coming out of the pandemic

3./ Work life balance 
The percentage of employees who feel their organisation provides flexibility to meet both their work and personal lives see a drop for 87% to 81%

4./ Health and wellbeing
Employees feel the level their organisation prioritises their employees mental and physical health has dropped from 87% to 82%

5./ Recognition
Recognition and the creation of organisational culture to reward has also seen a drop in employees views from 81% to 72%

6./ Career growth and opportunities 
The percentage of employees who see their organisation having a clear career path and opportunities for them has declined from 78% to 72%


In line with the trends Morrison’s also need to review their policies to allow employees the opportunity to work from home and to provide the opportunity for employees to work more flexibly such as part time working for senior managers. A survey by the CIPD highlights that those employees on flexible contracts tend to be more emotionally engaged.  Morrisons currently have a set structure with the contracts not being flexible. (CIPD)


The lasting effects of the pandemic have changed the work environment for many organisations including Morrisons, having experienced a spike in the drivers of engagement and the subsequent drop in these figures, employees have seen the positive impact and now expect employers to operate at a higher level in relation to drivers of employee engagement. This needs to be addressed by organisations such as Morrisons





2./ Review of Morrison’s handbook: does the content engage employees on topics that are important to them\?

Morrisons use an online system for their company handbook where each employee is expected to familiarise themselves with the information held on the system.  Each new employee attends a company induction which is very focussed on statutory compliance such as health and safety and food safety, company history and customer service.  The process used for induction is not very interactive and consists of the employees sitting and receiving a slide deck presentation from the HR team.
Following the company induction each employee receives access to a colleague system called MyMorri, this contains all policies and procedures, company handbook, pay information, reward and recognition, health and wellbeing and other financial information.  

The company onboarding process relies on the colleagues taking the time to read and digest the information held on the system.  Despite the company having a comprehensive set of policies and facilities for colleagues to engage with the company, the way this is communicated places the emphasis on colleagues to take ownership and does not focus on the need for line managers to engage with their teams as part of the company onboarding.  

Line managers are the most influential people in the employee’s lifecycle and the levels of engagement employees feel depends on how engaging the manager is.  Line managers at Morrison should be involved in the onboarding process to help them create the right environment for new employees, to build trust and ensure new employees feel supported from the beginning allowing them to feel free to be fully engaged (Arakawa and Greenburg, 2006)
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