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Morrisons Supermarket PLC is a private company and one of the 5 largest retailers in the UK.  Morrisons is currently 4th with 500 plus stores nationwide, and a workforce of over 110,000 employees. The business prides itself on having skilled colleagues, preparing quality fresh food in-store, a point of difference from the other large leading supermarkets.   Morrisons prides itself on rearing and sourcing British meat to sell to customers, having its distribution centres, abattoirs, and manufacturing plants within the UK. 

The core values of Morrisons are the heartbeat within the business, consisting of priorities, values, and ambitions (EV 1). Performance Management is aligned to the seven priorities the six ways of working and the five ambitions (EV 1). This is set out in all activities as an objective for all colleagues. 

This will be my view on Employee Engagement within the Morrisons business. This report will consider how Employee Engagement is implemented and sustained. I will consider a variety of evidence throughout and will provide material on how the organisation measures against their objectives. Evidence will be based on information gathered through internal data used within the company.  My findings will comprise images, spreadsheets, emails, and diagrams. The personal statements will discuss reviewing the organisation’s approach to Employee Engagement and improvements based on feedback gathered. 

I have been involved in many Engagement activities within my People Manager career of five years in Morrisons but have since left for a new position as Human Resources Manager at CWM Environmental.  CWM Environmental is a much smaller private company with 70 employees where Employee Engagement is lacking. 
I aim to demonstrate the Employee Engagement or lack of it and discuss/suggest best practices based on feedback from stakeholders and compare the implementation of this in a normal setting and post-pandemic from both organisations where possible. 
























1.1
Morrisons used a variety of different tools and methods to measure employee engagement:

· Forum meetings (EV 2)
· Annual Surveys- Your Say Survey (EV 3)
· Performance Management tool kits (EV 4)
· Emails (EV 5)
· Newsletter (EV 6)
· Facebook (EV 7)
· Reward and recognition (EV 8)
· Bulletins (EV 9)
· Videos (EV 10)
· My Morri Intranet with the translation of 22 languages (EV 11)
· Employee Assistance Programme EAP (EV 12)
· Wellbeing calendar Diversity and Inclusion Calendar (EV 13)
· Notice Boards (EV 14)
· Materials for events calendar (EV 15)

These tools are embedded in the framework and culture and freely talked about regularly to encourage normality for feedback within the organisation which ties in with their core value of Listening and Responding (EV 1). The surveys (EV 3) and forums (EV 2) are utilised in a Micro and Meso way for data analytics and shared throughout the organisation (Buckingham, 2021). The core reason for feedback is to have a ‘you said ‘we did’ ethos to share that the business has listened and responded where possible (EV 1). 

Forum meetings have been organised a minimum of 4 weeks in advance and consist of individual forum reps within the store from each department.  Each department, therefore, has a spokesperson who captures a broad range of employees, there is also a forum suggestion card box (EV 11) to aid discussion in any other business section at the close of the meeting. The meeting is chaired by the Store Manager and People Manager in partnership to show that the leader of the business takes an active part in listening to colleagues.  This is done in a structured formal setting which creates an atmosphere where colleagues feel open and comfortable enough to speak freely.  There are subsequent Forum meetings for the Region represented by one person per store/site then a Leadership Forum represented by one person from each region.  This setting is a great way to connect and speak directly to the leadership team.

The anonymous survey (your say survey) (EV 3) held annual is a digital tool to collate data from colleagues to leaders throughout the organisation using a series of questions based on Gallup (Gallup, 2022), normally 10-12 questions with a rating of Very bad to very good scaled from 1-5 with the opportunity to write free text or suggestions at the end, this is an example of people analytics via quantitative and qualitative data (CIPD, 2021). 





1.2

Working within corporate there was an opportunity to be able to feedback on tools used, however, communication was sent and pre-approved for sites to use.  My involvement was to facilitate the effectiveness of completion and to educate the managers regarding the importance of completion regarding the surveys especially.  A low completion rate does not give a true reflection, therefore a minimum of 60% completion rate was required.  I utilised the colleague Facebook (EV 7) site to promote the up-and-coming survey as well as the time frame for completion, emphasising anonymity and how to access was a great help.  Colleagues responded to the Facebook page rather than internal communication such as notice boards (EV 14) and automatic emails sent to each colleague (EV 5). Speaking with colleagues within the staff canteen was the best form of communication where digital tablets were freely accessible to all colleagues using the quick QR code (EV 16). 


1.3

Within Morrisons, every colleague has the opportunity to complete the survey, colleagues, team leaders, managers, senior managers, store managers, regional managers in each sector, retail, logistics, distribution, manufacturing, and head office. This gives a vast cross-section of data to analyse. Data is categorised to each department manager, senior manager, and store.  The stores are categorised by region with People Manager and Store Manager Data fed to the regional teams in a hierarchical fashion.  Data is published and sent via an intranet report (EV 17) which is a live document aiding the breakdown of questions.  Emails (EV 5), notice boards (EV 14) and Facebook (EV 7) were used within the store to facilitate colleague engagement with complete transparency.  Timeframes are set to analyse the findings and drill down on what is great and not so great.  The Monthly forum meeting (EV 2) is used to discuss in detail the results with the forum reps to get their perspective on what could improve or enhance the organisation with the results and act as ambassadors for communication within the store.

1.4

When analysing the data, it is important to note that when the colleague completes the survey, this is a minimal snapshot.  Colleagues may not be feeling great at the time of completion for a variety of reasons, these could be personable or work-related, therefore the tone and answers may be in a negative light.  The completion percentage is also a contributing factor, there needs to be more than 51% of respondents to gain a true reflection.  For example, the Haverfordwest Store was planned to have a complete refit, spending 10 million pounds, which all the colleagues were excited about.  The refit and the survey were to start in March 2020, however, two weeks before work was due to commence it was cancelled.  The impact of this is heavily reflected in the colleague engagement survey results. Most of the colleagues felt deflated with morale at an all-time low. 

The results reflected low trust within the leadership team as this is not the first time that something has been promised and underdelivered which puts added pressure on the senior managers trying to raise morale and culture within the workplace but feeling the same disappointment as the colleagues.









































2.1 


I have been working in CWM Environmental for a short time, however, it is clear to see that employee engagement is lacking.  Absence is high (EV 18) and a recent survey (EV 19) has shown that reward and recognition are non-existent where colleagues do not feel valued at work.  I have found that there are inconsistent forum meetings, very little communication from the leadership teams, no one-to-one or performance reviews, no long service recognition, no values, no mission statement, no objectives which project no clear guidance or direction for colleagues or managers.  

Macorva, (2019) state the drivers for colleague engagement are 
· Trust in Leadership
· Relationships with workers
· Opportunities for Learning and Development
· Company values that resonate
· Opportunities to give and receive feedback
I believe Trust in Leadership is lacking due to the lack of consistent communication, giving of feedback, and not listening to colleagues.  This would be more prominent if there were two-way channels available such as the forum or one-to-one conversations.  80% of surveyed employees state that they would be more engaged if there were opportunities to grow.  CWM provides essential safe and legal training for all job roles as a minimum.  There is no succession program, mentor program or annual reviews, this obstacle blocks any opportunity for engagement regarding needs or desires from any individuals.
Morrisons the company values have been incorporated and aligned into all aspects of the framework i.e., job descriptions, interviews (EV 20) and performance reviews (EV 21) which ensures full awareness of what is expected.  In doing this, behaviours are aligned to the values in a non-operational setting. I aim to incorporate the same structure within CWM Environmental.
CWM Environmental have collated values bullet-pointed (EV 22), however, there is no content to explain what the values are or mean for the company.  No mission statement interoperates as empty meaningless values.  I have brought this to the attention of the organisation and have implemented a simple people strategy (EV 23) with priority needs addressing first.  I have not set a time frame as a stand-alone HR Manager, however, will work sequentially addressing each point.

2.2 Assess aspects of organisational behaviour which are most likely to hinder employee engagement.

CWM not having any values aligned to performance or annual reviews impacts culture and morale.  There is animosity within departments with no development opportunities.  Colleagues are stagnant in their roles and are hungry for more interaction.  I feel that communication is disjointed with the leaders not leading by example, for example, a Secretary of State visited the site recently, this was communicated many weeks prior and the whole organisation rallied to ensure a smooth visit.  After the visit had concluded the CEO did not thank or communicate any feedback to colleagues regarding the day.  I could see the disappointment within the team as they felt underappreciated.   After Giving the CEO feedback regarding this, he has since emailed a response on how the visit went, however, I have explained the importance of ‘in the moment feedback and how clear transparent communication can encourage morale and engagement to make colleagues feel proud.  
CWM has no process for a leaver’s questionnaire; however, a manager recently left the organisation after relocating, this allowed me to formulate one based on a previously used Morrisons version (EV 24) to gain some insight on improvements that could be made.  Upon completion, improvements suggested heavily consisted of no clear direction or objectives from the line manager and lack of communication and involvement in leadership decisions in a transparent manner, this made the manager not feel part of the team or know how to add value within the organisation.  
XpertHR (2022) research describes that colleague engagement has rapidly moved up the agenda following the pandemic with a real focus on effective communication and feedback and state the three most common methods for gaining feedback are
· Employee engagement surveys
· Exit interviews
· Feedback from appraisals/performance reviews
Researching the current trends and what is ‘hot’ right now, I am aware that I am following what is needed to be implemented within CWM Environmental.  I understand that it will take time to see the benefits of the new processes, however, I know that it will improve morale within the organisation. 







3.1 Review external studies of employee engagement to identify relevant best practices.
External studies of employee engagement identify that it should be on the agenda as a priority.  Initiatives that should be focussed on are (ExpertHR, 2022).
· Turnover
· Diversity and Inclusion
· Recruitment
· Hybrid working
· Increased communication with feedback from employees
· Developing skills of managers and improving career development
· Wellbeing strategy
· How to manage remote teams and performance management
Cwm has the desire to want to have great morale and culture, however, the process of implementing this starts with creating values that align with the companies’ goals where processes can be built and embedded.
Google Giest survey has excellent completion rates with 85% of employees completing it.  The survey has been run since 2007 to ensure the employees will be heard with published results (Forbes, 2020).
Engaging for success (2021) state for enablers
· Strategic Narrative
· Engaging Managers
· Employee voice
· Organisational Integrity

There is a correlation between higher engagement and higher performance and business outcomes are achieved when there is guidance and quantitative data published for analysis, however, just publishing data is not enough.  Individuals need to see a positive reaction to change to benefit from a ‘you said, we did’ approach.  Management understanding the need for employee forums and the value they add is essential. Often managers will play lip service when holding a performance or annual review and see it as a tick-box exercise. To be able to help managers understand the value of colleague engagement, morale, and culture it needs to be led in a top-down approach where the leader’s role model the behaviours.

3.2 
In my short time at CWM Environmental I have established that there is no reward and recognition programme, no long service award, EAP programme, Company Values, Wellbeing programme, annual reviews, one-to-one meetings with any of the colleagues and communication is very disjointed within departments that are spread out across a large site. 
I am in the process of implementing an Employee Assistance Programme (EAP) with wellbeing being one of the top focuses post-pandemic (XpertHR, 2022).   Although this is not the sole solution to employee engagement, I believe it will show colleagues that the organisation is prepared to pay for a service to benefit the colleagues. The EAP will be one of the benefits being introduced as well as a ‘perks’ site and increased holiday allowance.  
I believe that introducing the above will contribute to employee engagement and relations to make the colleagues feel valued. 
The EAP cost is relatively small for the return of investment (EV 26).  The EAP will be implemented as soon as it has been approved by the Leadership Board within the next few months. 
I conducted a short questionnaire on the 28th of February 2022 to understand the barriers and what recommendations would be to overcome these with a selection of work level 1 colleague and a senior manager from CWM Environmental (EV 25).
The colleagues didn’t know what the meaning of colleague engagement was or what could contribute to the success of it, or how colleagues could feel valued within the organisation.  I described that it is difficult to measure but the lowest score on the survey completed last year states that feeling valued in the organisation is the lowest score.  One of the colleagues stated that communication was lacking within the organisation and suggested a meeting such as a town hall meeting. One of the colleagues also talked a lot regarding operational performance and not morale, culture, or behaviours.  I asked for suggestions or recommendations but the colleagues were unable to describe what they would like to feel valued.
The senior manager that has been with the company for 15 years feels that the line managers don’t feel like it’s their responsibility and doesn’t see it as part of their job.  She also stated that a Christmas Party was organised every year with no expense spared, offering to pay for transport to and from their homes via taxi, however out of 70 employees only 20 would participate, therefore they discontinued having the annual Christmas party.  No solutions were offered as recommendations as I believe the organisation is unsure of what or how to improve colleagues’ feeling valued.
On the back of the feedback obtained the next priority is to create organisational values that can be incorporated into performance reviews and objectives and mission statements.  I have a meeting planned with the CEO Tuesday 1st March 2022 to discuss (EV 27).  Cultural behaviours will be at the heart of the organisation which can be cascaded within the whole organisation. 




















3.3
The strategy that is being proposed in my current employment is to renew the current absence policy (EV 28) and introduce an increase in annual holiday policy (EV 29), introduce a Hybrid working Policy (EV 30), introduce an EAP scheme (EV 31), introduce a benefits perks scheme (EV 32), introduce a pay structure, and improve communication within the business (EV 33), especially with the manager population. This has been implemented within a rapid timeframe.  I believe with these measures implemented colleagues will feel more valued.  This alone does not fulfil the colleague’s engagement for reward and recognition.  The next step within the strategy is to create and embed values that can be incorporated within Job adverts, job descriptions, one-to-one and performance reviews.  The colleagues stated within the survey that they did not feel valued and with little engagement from their managers. I believe having quality time with colleagues encourages two-way communication allows thanking them for all their efforts.  As a standalone HR Role, I have not implemented a strategy but on reflection creating one with timescales will ensure a thorough process in keeping with timescales. 
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EV 3 – Your Say annual survey 
[image: A picture containing text

Description automatically generated]
EV 4 – Performance Management Toolkit
[image: Diagram

Description automatically generated]











EV 5 – Email communication
[image: Graphical user interface, website

Description automatically generated]

EV 6 – Newsletter
[image: Graphical user interface, text

Description automatically generated]


EV 7 – Facebook
[image: A picture containing calendar

Description automatically generated][image: A picture containing text, person

Description automatically generated]

[image: Graphical user interface, text, application, chat or text message

Description automatically generated]
EV 8 – Reward and Recognition
[image: A picture containing text, automaton

Description automatically generated][image: A group of people wearing clothing

Description automatically generated with medium confidence][image: Graphical user interface, website

Description automatically generated]
[image: A picture containing text, receipt

Description automatically generated][image: A collage of photos

Description automatically generated with low confidence]
EV 9 – Bulletins
[image: Graphical user interface, text, chat or text message

Description automatically generated][image: Text

Description automatically generated]

EV 10 – Videos[image: Graphical user interface

Description automatically generated]
[image: A picture containing text

Description automatically generated]







EV 11 – My Morri Intranet
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EV 12 – Employee Assistance Programme
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EV 28 – Absence Policy
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We're foodmakers.
We're shopkeepers.
We're homemakers.
We're fundraisers.
We’re Morrisons.

And we're here to make good things happen.

Seven, Six, Five

From Yorkshire market stall to UK superstore, Morrisons

s now one of the nation’s favourite supermarkets. We run
around 500 stores, 26 manufacturing and logistics sites, a
wholesale service, online shopping and deliveries — and we
even have our own fishing boat. There's a lot going on at
Morrisons.

Our business is mostly food and grocery and, unlike other
supermarkets, we make most of it ourselves. And as far as
our meat, fish and veg is concerned, we know exactly who
caught the haddock, dug up the carrots, and grazed the
cows — along with when and where. We also have more
people preparing food fresh in stores than anyone else.
Altogether, that helps us keep a close eye on the quality of
our products and where they come from.

‘That's just a quick rundown of what makes us Morrisons.
Here's a little more detail on what drives us, how we work,
and what that means for you.
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Be more competitive
Serve customers better

Local integration and serving the community
Simplify and speed up the organisation
Naturally digital

Pride in hygiene

Creating and scaling for profitable growth

Our 6 ways of working are:

Customers first

Teamwork

Listening hard and responding quickly, wherever possible
Freedom in the framework

Driving sales, tough on costs

We care





image7.png
S—————

Aeg ano pe3ay
Kaenuef





image8.png
e 120Z I1dy - AoAng Aeg INOA @ auyjawiy Bujuueld uonoy pue 4

(anuag)
aping Buluueld
uonoy pue synsay
1202 Aoning fes anoj udy LD

Sunsay opm-Auedwo 1O MOIIAD





image9.png
Flowchart

STAGE 2 STAGE 1

STAGE 3

Performance conce identfed, no improvements
following day.-to-day management. coaching and informal

(SR o

Il formal

performance meeting|

toset ojectives and
ages timescales

1

My Performance

supgort.

Review period
Hold informal review
meetings atleast every
1-2 weeks to dicuss
progress.

Formal performance.
meeting o review.

—

Yes

progress.
Improvements achieved?|

Process concludes, continue (o
monitor performance, can restart
process uithin 6 months:

Process continues, issue Fist
Performance Warming.

agree fimescales for Stage 2 revie
period

Roview period
Hold nformal review
mestings atleast every
12 woeks o discuss
progress.

Formel performance
mesting to review

progress.
Improvements achieve|

Review period
Hold nformal review
mestings atleast every
12 weeks o discuss

progress.

Forml performance
meeting o review

Process concludes, cantinue fo
monitr performanca, can resiart
process ifwarning stl ve

Process continues, ssue Final
Performance Warning.
gree timescales for Stage 3 revi
period

Process concludss, cantinue fo

progress.
Improvements achieved?|

No

Yes

monitor performance, can resiart

process Ifwarning st Ive

[

Transfer o sufable
altenative roe where
there i & vacancy.

Demotion where there is|

a sutable vacancy

Dismissal





image10.png
affordable for everyone
el of ot

©® IMG_6316.HEIC ©® IMG_6317.HEIC

International

Women's Day





image11.png




image12.png
Chloe Flossy Phillips is with (.

* 2m-
#outstandinginservice
#southwales

HAPPY-60TH-BIRTHDAY
To (S - here on her 60th making
sure the customer in Morrison’s have great service -

THANK YOU @ Haverfordwest 273
= - A By





image13.png
the nation

: for feeding

d Morrisons

RRISONS (BRIDGE MEADOW LANE,, HAVERFORDW





image14.png
< (@ tevertorawestMorison's Cateagues ...
rivato

777 % # Well done to the Petrol Station B 1 & for
£3743 @ $ @ $ sales (excluding fuel) on Easter Sunday.
31t onthe group (the ther 2 stores sellconol) & & &
Greatuading! & & &

oY Like (O comment
©O Caroline Howells and 24 others
All comments v
Chios Flossy Philips
TR —
O s—
45w Like Roply o

Chioe Flossy Phillps.

. Uke Roply °

Well done Team! Smashing the sales! & & &
&

45w Like Reply 10




image15.png
¢ (@B Hovrordwest Morisons oleagues ...
ivato

ongrats- Thank you for passing the Serve Legal Test
urchase for ciick'n'collect! Well done!

MUW!SDNS (BRIDGE MEADOW LANE,, HAVERFORDWES

;A





image16.png




image17.png
N s

F453ECF4-89A2-4A41-BAE3-1BA7...




image18.png
o Morrisons
i AR
o Stk e

everything youve done for our ustomers, communties
and exch other n 2020




image19.png




image20.png
;
ol comimlucategoryo . ZUVWproctor=1 T2 o m &

SeGarGtewy @ WelsEsental Sls.. @) A1 - Convuing .. Pockt Login & Moo B YoertiR = BacktoOrv

Openwith +.

Satsfacion i the n Store Shopping Experience.
nec, though onlya | remained seacy, aitxough benind our year 1o dalo
on 18in July Asa | average. Complaints increased due to tem avaibilty,

Colleague Discount

hursday 1t July.

Yacelnations - s he Covio-19 vagomaNOCamBRGMIEISEONIIY:s. s Importan o know

o make an nfor S NLAOU ORI RGO . fed oage
iy ielbang You can i ear  eeSRemee R oE AN E Rty 3 e "





image21.png
Colleague Discount - Everyone should now have an email

ith th
out the new Colleague Discount Club.

informatio

fore

Vaccinations -As the Covig-19

find information to make an nf

fon campaign n the UK continues, i important o knot
med decision about geting

o hear from

our dedicated page on

olleagues flom our Communty as they telus it

more
NHS Big Tea - As everyone
July, its impor

gets ready to s ent on Monday 5th
ot o remind everyons NHS coleagues

JPport o this campaign. Here'sa

Wino recommendations - Cick hre fo recommendations from Charles Cutterdge, our Sourcing
Manager - Wine, 50 y0u get he best fom our Buy six bottles of wine and save 25% offe before i closes
on Sunday 27th June.

Craft apprenticas - Ave

passionate about butch
be able o nominate you fo

. bakery or fishmongering and fanc

Foutstandingsarvico

el cone to Liam Waish, who works in the cafe i our Ba
otet hat  young customer was choking he





image22.png
Hope you get a vl deserved break over the festve period, and the ¢

e spending Christmas, please take care, stay safe, and |

And however yo
cateh up with your loved ones

Merry Christmas and a very Happy New Year.

Clare
Group People Director
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How we can help

We know that recent events
in Ukraine are very worrying
and unsettling, that’s why we
wanted to remind any
colleague affected about the
support and help available:

To find out more about
any of these services
please scan the QR

code below or visit
Vita Health Salary Finance  the My Wellbeing page
Group Loans repayable q
Sippeor uldsnca s Hioughycuk st O MyMorri.
counselling

1S 4

Grocery Aid Retail Trust
Confidential advice Confidential and
and hardship grants financial support

vita
health group

Vita Health

CALL: 0800 1116 387

QOur new Wellbeing Partner. Here you'll find all you need for your men
and physical wellbeing.

ORG CODE: morrisonswell




image27.png
MAY EVERY CANDLE THAT
WILL BE LIT ON THE

EVENING OF DIWALI BRING p— [y -
JOYS AND PROSPERITY FOR e =5 ’ 7’
EVERYONE. Liw.diis
o e v

.
—— |
il - | ¢
IMG_0300.PNG

IMG_0231.JPG IMG_0232,pg

; - P
g ”%mmu iz [ Com———
| ] = (Cpgr, 1]

Y I

¢£1o‘%o P a‘





image28.png
g u





image29.png
IMG_9799.JPG

IMG_9798.JPG

\

VLY

Jo b0





image30.png




image31.png
et Sy s G
F."OTBALL "'

\rr ISC

Morrisons Colleagues
Morrisons's Morrisons Euros 2021

Raffle




image32.png
IMG_4843.PNG IMG_4845.JPG

@1/;‘ ] & n AR
AT T

IMG_4846.JPG ©® IMG_5850.heic IMG_6165.jpg




image33.png
fbeb85e5-1ded-41d6-9a35-e4c89... ©® IMG_0D49.HEIC

MAY EVERY CANDLE THAT
WILL BE LIT ON THE
EVENING OF DIWALI BRING —

[ -
JOYS AND PROSPERITY FOR e 2 ’. e y,_
EVERYONE. 9
-, = =7 oy %o, L
\_t -

_ (RSN

IMEC 19291 1P M 11999 ina IME 1200 BN




image34.png
It's time to download
My Schedule...

b I Monday 27* uly.

Have Your Say

Survey

You can now have Your Say in 22 different languages

003

All comments

View previous comments





image35.png
Cost of Long Term Sick 2021
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COST DOES NOT INCLUDE .. & PENSION

‘The total cost of LTS 2021 including agency.

£95,812
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8. Do you feel valued for your contributions at CWM?

@ Yes 30
® No 32

48% positive
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Exit Interview

'Name & Employee Number:

Dopartment & Position:

Loave Date:

Ask the colleague 1o completo the exit quostionnaire on the second page of this document
beforo your mesting with thom. If there are any questions [0 which the collague answers
‘Disagree’ or ‘Stongly Disagree’ please ensure these responses are explored and noled in the
actonal comments section below.

Check with the colleague If they have any outstanding educatinal fee or any oher firancialsupport
provided such as a reocaton package. f o, lease rfer [0 the leavers polcy.

(Confim o the collague what they il receie in theirfna pay, inchuding any deductions (1 they have
{aken 100 many holicays) and the dat t wilbe paid

1. Please tell us why you are leaving? (circle)

Batter
Better Career Chango in
prospocts/ | Bottor pay Disiikes role
Benefits breakiravaliing | career
promotion
Working Rerationships
L Famiy Wornd | i heat Moving from | Placo of
reumstance | gty area work | colleagues
Refationship -
vinioe” | Ly | e | e | e e
managor

2.1f you are starting a new job, what will you be doing?

3. Have you had the chance to discuss your reason(s) for leaving with a
‘manager? (YIN)
If you have answered no, why not?

4. How would you describe your place of work?

5. Any additional comments?

Lt g wuzan
e e e e e e et ok i g e s s s o
o T St 5 5 s ey P W b S han PLE G e S P

Exit Interview Morrison:s

1. Wero you clear about what you wers expacted to achieve in your job?
Strongly Disagree  Disagree  Neither DisagreelAgree  Agree  Strongly Agree

2. Did you have the tools you needed to do your job?
Strongly Disagree  Disagree  Neither DisagreelAgree  Agree  Strongly Agree

3. Did you have the training you needed to do your job well?
Strongly Disagree Disagree  Nefther DisagreelAgree  Agree  Strongly Agree

4. Did you feel there wero opportunities for you to got on in Morrisons if you wanted
107
Strongly Disagree  Disagree  Nefther DisagreelAgree  Agree  Strongly Agree

5. Did you feel there were opportunities to develop yourself?
Strongly Disagree  Disagree  Nefther DisagreelAgree  Agree  Strongly Agree

6. Woro you able to adopt a healthy work e balance?
Strongly Disagree Disagree  Neither DisagreelAgree  Agree  Strongly Agree

7.Did you rocoive a fair day's pay for tho work you do?
Srongly Disagree  Disagree  Neiner DisagroelAgree  Agree  Strongly Agree

8. Did you fool customers’ needs are at the hoart of decision making in your
Istoraltoam]?
Strongly Disagree  Disagree  Nefther DisagreelAgree  Agree  Strongly Agree

9. Did your managor help and support you?
Strongly Disagree  Disagree  Nefther DisagreelAgree  Agree  Strongly Agree

10. Did you feel your colleagues’ worked well together?
Strongly Disagree Disagree  Neither DisagreelAgree  Agree  Strongly Agree

1. Wore you aware what Morrisons wants to achiove over the next 12 months?
Strongly Disagree  Disagree  Neither DisagreelAgree  Agree  Strongly Agree

12. Would you recommend Morrisons as a great place to work?
Strongly Disagree Disagree  Nefther DisagreelAgree  Agree  Strongly Agree
Ourar ey aton: g sz

e e e e e e e o ot o g e b s s g o
o T St 5 S5 s ey P W b S han PLE G e S P
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28" February 2022

I conducted a short guestionnaire to understand the barriers and what recommendations would be
to overcome these with a selection of work level 1 colleague and a senior manager from CWM
Environmental

The colleagues didr't really know what the meaning of colleague engagement was or what could
contribute to the success of it, or how colleagues could feel valued within the organisation. |
described that itis difficult to measure but the lowest score on the survey completed last year states
that feeling valued in the organisation is the lowest score. One of the colleagues stated that
communication was lacking within the organisation and suggested a meeting such as a town hall
meeting. One of the colleagues also talked a lot regarding operational performance and not morale,
culture, or behaviours. | asked for suggestions or recommendations but the colleagues were unable
to describe what they would like to feel valued.

The senior manager that has been with the company for 15 years feels that the line managers dor't
feel like it's their responsibility and doesn't see it as part of their job. She also stated that a
Christmas Party was organised every year with no expense spared, offering to pay for transport to
and from their homes via taxi, however out of 70 employees only 20 would participate, therefore
they discontinued having the annual Christmas party. No solutions were offered as
recommendations as | believe the organisation is unsure of what or how to improve colleagues’
feeling valued.




image45.png
Employee Assistance Programme

John Logan <johni@bravobenefits co.uk> © Ry | © Ryl | > Forerd | | B
To © Chice Philips Wed 23/02/2022 1940

(@ voutomarced s mesage on 24022022 117

EAD Facsheet (V4 9.122021)pf

@

HiChioe,

s promised, | have got aprice for you based on 75 members at the Lifeworks Level 3 EAP which wil match the benefis to the Health Assured EAP
Vou have been quoted for already. | am pleased to say tis more competitvely priced than what you have been quoted already.

Lifeworks Level 3 (with 6 Face to Face consultations) @ £7.20 + Vat per person per policy year. Based on 75 employees £648.00 Total including
var.

Itisimportant to point out that our EAP with Lifeworks is oy available on an annual payment basis but as you can see it is saving just over £100.0n
what you have been quoted by Health Assured and offering the same benefits as they are offering.

Uniike other providers, we wouldn'tjustlook to set the scheme up and then hear nothing from us until the renwal. At the implementation stage
we would look to work with you to ensure allstaf are aware o the benefit and what ts capabilities are. We would do this n any way that would
Sult you as a business, be t through Webinars with the employees, marketing collateral or through the Smart Hive benefit latform, should you wish
to proceed with that.

We would then be in touch regularly throughout the year to ensure you were happy with everything, answer any questions you may have and to.
help n any way we can.

1 have attached our EAP Factshest which goes into more detai, but should you have any questions or queries please give me acall or drop me an
email, or hold them until Monday and | can answer when we speak then.

and regarcs,
John Logan
Employee Bentis Consutant

03301339100 07377 30807

e Johnlgbenobenetesco e





image46.png
As a result of reduced presenteeism, absenteeism and staff tumover, employers in
the UK see an average return on investment of £7.27 for every £1.00 spent on an
EAP.

Your personal quote for CWM Environmental is £62.50 per month (+VAT) which
includes access to both our EAP service and the My Healthy Advantage app. This
will cover up to 85 employees and their immediate family members.

This quotation is valid for 30 days from receipt of this email.

If you have any questions or queries—or you're ready to proceed—then please don't
hesitate to call me on 0844 892 2493 and | will be more than happy to help.

Al responses and quotes provided by Health Assured Limited are commercialy sensitive and confidental. The
recipient agrees o maintain such confidence and use solel for the purpose of obtaining the proposed services.
“The quote and any supporting information must not be shared with any other third party without Health Assured's
prior witien consent
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Sean Gallagher 1]
Company Values 05/01/2022
Good morning Chloe, Please

Chloe Phillips
Values

Wed 9:52
Please could you send me the

Chloe Phillips

1

Chloe Phillips
° To © Sean Gallagher

Please could you send me the - when you have a chance. No rush.

Chlo
Many thanks

Chloe Phillips
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Cwm New Proposal - sick pay entitlements - Chloe

‘ Chloe Phillips
“No ™ © Sean Gallagher

Cwm New Proposal - sick pay entitilements - Chloe.pdf o
256 KB

dded missing info
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No_of weeks Full | No. of weeks % ‘Waiting Days (unpaid)
Company Sick Pay _| company Sick pay
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Year
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Annual Leave Table Proposal

Manager Annual Leave entitlement days Bank Holiday entitiement days.
0-6 Months 24 8
6 Months but less than 1 Year 2 8
1Year but less than 3 F3 )
3 Years butless than 5 2% B
S Years but less than 10 27 8
10 Years but less than 15 28 £}
15 Years and over 2 8
Annual Leave Table Carmarthen County Coundil
‘Al colleagues excluding schools Annual Leave entitlement days. Bank Holiday entitiement days.
0-6 Months 2% 8
6 Moniths but less than 1 Year 2% 8
1Vear butless than 3 26 8
3 Years butless than 5 26 )
5 Years but less than 10 31 8
10 Years but less than 15 34 8
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Carmarthen

Length of Service No._of weeksFull | No. of weeks % "Waiting Days (unpaid)
Company Sick Pay | company Sick pay

0-4Months [ 0 Then S5 3

2 Months butlessthan1 | 4 B Then 557
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1 Year but less than 2 8 8 Then SSP.

3 Years but less than & 16 16 Then S5

4 Years but less than 5 20 20 Then S5

5 Years and over 24 24 Then SSP.
Annual Leave Table Current

Colleague Level ‘Annual Leave entitiement days Bank Holiday entitlement days
Colleague 20 8

Manager 2 8
Annual Leave Table Proposal

Colleague “Annual Leave entitlement days. Bank Holiday entitiement days
0-6 Months 20 8

6 Months butess than 1 ear 20 8

1 Year but less than 3 22 8

3 Years but less than 5 23 8

5 Years but less than 10 2 3

10 Years but less than 15 26 8
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image52.png
Introducti

This plicy sets ot our orgasation's appraach o by
o 10 3plit your i betweon attending th workp e office and working.
remotel. Hrid working is an iportant elesnent of both oue

- gy o adaptiag o g i, e e orking cpvisanen Blowig e
Cororavins pandeic: 1ad
+ Somatneot o Supporing a posise ok blaos o our emploges.

‘Who s covered by hybrid working?
Hybid woring is avslable withi the ollowing eos depending on the role

et nd Sy (o o)
Commezialton oction)

T —p—
Wagieades

S

Hybid woking is ot curently sutabe within he flloeig reams: (1l
aon-csbasstve)

R
oy

Compost

Weihirilge Opers
Ay ol costomer iz
‘Aay i opertonl le

St hetween attending work and working remotly

The suggestd el of attendnce at he workplac

e

Al Working from Tlogse ascangesnents it the manigement's discretion it a
minimum expeetaion o (0% working fime wihin the office where posile 20
0% ofthis may be worked from home depending on ndividual chreums ances
This can e revewed at oy e

The wumber of dys per week each el spends rending the
workplaceioffes compared wih working emotely will vary, depending o

+ Govert aidace
£ e s of o rgaistion elding e spac e e vl at o ok

oo

+ Tae st of e ol bt 5 ppeaing i i ol ad s o sy
peniclar e,

+ Worlod

Tating ndvidual circunsiances nio aceount

Our arganisaion recogaises the benefis of being lesible and that s chectle
could b difiult for some employess o folow. Forcxample, you could:

v sigificans distneo ot orkplssoes ad i would B e e
o v 1o s s i workig el o

+ bl lh Yt Worng cvisonmitat bt oas ot vt
o e o o, o o e 0 e e rkplcs e
e tha s

Plecsespesk tovour ine manager IR department £ you tink hatyou would
benefit rom adusting the working ime o th workp scsiofie. Yaur line
manspes's sgsesment s sequived al l s,

Qur warkforces need o be il

Given the deree of esibilily that vu hybrid working srrangements provide, we.
expect our workforee o be fleible

You may be requited (0 stend work on patiula days at the request of your e
mansger, for example forinperson traiing and fo mestings hat your e
mansger s detemined see bestconducted i person

Sy, there nay b cirumstancesin which we ssk you (o work remotely, o 1o
‘work o such othe place a5 we may reasonably e, when sou sould
therise expeet o atten the workplaceoffice, for nsance:

+ o oportonal e, forcxampls
kil o sesife da; o

o convmes et s, o exaple e even of s lecougovecenent
nance st aployes oukd work o 8o s

st s cmploy s ading b

I such cases, yon il be gven 35 much notce s possble, bowever, his s ot
livays possbic an maybe at short noic.

Arrangements while aitending the workplaceiofTce
Working hours

For days an which you re aending the workplacefoffic. your ormal hours of
work aze set o in your comac o employment

11y wish o change vour working time. tis will necd 0 b agrec
Line Mamazer.

Forkspaces

O etk A anvided with (ke ome Samanant waknion [T

e with yourlne manager about your hoursof work or days
i remotely. Maing use o ouls suc a shared alendars
saging,can help colleaznes o b ware of yaur sailbiley

P




image53.png
Schedule 1 - Complete EAP

Complete EAP provides access to the following services:

Comprehensive telephone helplines available 24 hours a day, 7 days a week offering practical information and emotional supp
including:

o

Counselling and emotional support
o  Tax information

o  Money management and debt support

o Personal legal information

o Medical information (available Monday to Friday, between 9am and 5pm)
Up to six structured telephone counselling sessions, per issue for employee, partner or spouse and dependents (between the ages of 1
24 in full-time education)
Up to six face to face counselling sessions, per issue per employee, including applied cognitive behavioural therapy (CBT) techniques
Online health and wellbeing portal www.healthassuredeap.com which provides access to extensive well-being resources including fo
week programmes, videos and webinars
Access to the ‘My Healthy Advantage’ mobile app, which provides a wealth of resources including mood trackers, mini health checks, four
‘week plans and direct access to the EAP services

For clients with more than 50 employees, electronic management information:
o Annually at the end of quarter three for clients with fewer than 250 employees
o Issued quarterly for clients with more than 250 employees

Electronic promotional materials, with hard copy available upon request

Monthly wellbeing newsletter

Assigned relationship manager with support included as per below:
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Service Award

f you've been working with us for 2 long time, we appreciate your loyalty and want to recognise your service with a cash award. When you reach your irst
five-year service milestone and each 5-year milestone thereafter (e.g., 5, 10, 15, 20, 25, 30, 35, 40, and 50 on), you'll receive a cash payment in your next
November pay. For example, if you started in September 2016 and reach your 5-year milestone in September 2021, you would receive  payment in
November 2021. The payment is the same for every five-year milestone and is subject to the normal tax and national insurance deductions.

‘This s a discretionary benefit that can be varied or taken away at any time. Receiving a service award in one year does not form a contractual entitlement
for you to receive it in the years that follow.

Al Colleagues Award £
S Vears 100

10 Years 125

15 Years 150
20Vears 200

25 Years 250

30 Vears 350

35 Vears 500

30 Vears 1000
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Listening & Responding

29th March 2022 - 3pm
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- - March 29th 3pm

¥ " Chloe P
To

Forum.pdf
3MB

€) Reply = % ReplyAll | —> Forward

Fri 25/02/

| am arranging the - -to be at 3 pm on Tuesday, March 29", 2022. Please arrange for each manager to have one representative pr
the - and let me know who will be attending from your department by Friday 18" March 2022.

| have attached a poster for you to share with your colleagues and am looking forward to listening and responding.

Many thanks

Chloe Phillips

Human Resouces Manager
CWM Environmental Limited
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Forum 26th March 2022 - To discuss

K
‘ Chloe Phillips € Reply | % ReplyAll | = F
“No To @ Chloe Phillips

troductions

hat do you want the meetings to look like?
ow often?

hat format?

hat do you want from it?

urvey results — | feel valued at work — How would you feel valued — What does this look like, do you want reward and recognition?
bsence policy change and Hybrid working

any thanks
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Feeding the Nation
#ltsMoreThanOurjob
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