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Introduction

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 instore, a point of difference from the other large leading supermarkets.   Morrisons prides itself on rearing and sourcing British meat to sell to customers, having their own distribution centers, abattoirs, and manufacturing plants within the UK. 

These core values of Morrisons are the heartbeat within the business, consisting of priorities, values, and ambitions (EV 1). Talent Planning and Resourcing is aligned to the six priorities (EV 1) the five ways of working (EV 2) and the four ambitions (EV 2). This is clearly set out in all activities as an objective from resourcing to talent planning. 

This will be my own view on Resourcing and Talent Planning within the Morrisons business and will be presented to the Regional People Manager for analysis. In this report I will consider how the resourcing process changed due to the impact of the Covid-19 pandemic. I will consider a variety of evidence throughout and will provide material on how the organisation sources a talent pipeline. Evidence will be based on information gathered through online recruitment and confidential internal data used within the company.  My findings will comprise of images, spreadsheets, emails, and diagrams. The personal statements will discuss reviewing the organisation approach to resourcing and recommendations on improvements based on personal feedback gathered. 










LO1.1+2

Morrisons approach to workforce planning is based on an 80/20 approach. The business looks to promote talent within the business for 80% and recruit externally 20%.  Recruitment is driven by a payroll budget set by Head Office, this is calculated on sales, size of store and considers regional and seasonal variations (EV 3) The Payroll budget will be flexed inline to meet the demand of customer flow and can be very reactive throughout different months of the year. For example, regions such as Cornwall and Pembrokeshire require an increase of payroll for Easter and Summer where tourism is at its peak and customer footfall increases. All stores have an increased payroll at Christmas.  

The number of contracted hours within each store varies and is set at a target of 90%-93% of the payroll budget, including both colleagues employed on a permanent or temporary contract (EV 4).  The contract base for the business is set to allow stores the flexibility to increase in-week part-time colleagues hours worked where the trade demands or to be able to run the contract base flat which will enable the business to stay in line with the payroll  budget. A weekly finance report is generated which clearly shows where the business contract base is, this can be used as an indicator for when recruitment is needed (EV 3).  A monthly report showing the hours used by department (Right hours Right place report) (EV 4) will breakdown which departments have shortfalls. The Store Manager and People Manager collate the information monthly and re-deploy staff within the store or can advertise vacancies online accordingly if there is a shortfall which is on-going.  

There may be occasions where the business needs to request from Head Office an increase the Payroll, such as for critical sickness cover.  For instance, Morrisons colleagues are paid full sick pay, therefore, if a skilled baker is unable to attend work the skill gap needs to be addressed and the payroll budget could be increased on a temporary basis. 

To be able to cover such skilled work within the company, a talent pipeline is essential.  Managers will ‘spot’ talent or colleagues will show interest in developing throughout the company. Managers hold an annual performance review meeting with all colleagues alongside a career discussion.  This is allowing colleagues the opportunity to create a development plan for progression and for managers to nurture those identified as having the will and skill to progress (EV 5). 













L.O1.2

Approximately 73,000 population live in Preseli Pembrokeshire.  Only 3% can speak Welsh compared to 27% across wales.  3.6% of working age, claim job seekers allowance and 73% of working aged adults are employed compared to 71% across Wales as a whole.  12% of working ae adults have no qualifications compared to 15% in Wales (Sendeddcymru, 2020). 

Haverfordwest population have low qualifications with 23.4% having achieved none, also, 23.4% have achieved a level 4 and above.  This data shows why there is a skills gap which makes it difficult to acquire as stated above.  Statistics show from 2011 census that the largest percentage of employment for males is within skilled trade and females is within caring and leisure.   The average age of residents in Haverfordwest is 39.4 years of age.  (T1. T2, T3,) (nomisweb, 2020). 

Pembrokeshire’s demographic is an ageing population.  There is a substantial projected growth for 60+ age groups for 2017-2033.  This is largely based on our county being a retirement destination it is predicted that younger generations flee to further their education leaving the graduation population minimal (Pembrokeshire Demographic Forum, 2018)

There is a national skills shortage across Wales, approximately 74%.  There is a real lack of skills recruitment for the candidates not having the necessary skills.  Organisations are forced to invest in their own employees with skills-based training and development opportunities.  The open university informs that the average cost of buying in new talent is £13,000+, this can lead to skills shortages estimating in £150 million across the UK industry including Wales (businesswales, 2020)

When considering the facts stated above, Morrisons as a business gains the targeted graduate’s intake for the graduate program across the UK but very few are sourced from Pembrokeshire  and developing Managers from within, as a talent pool is a must. 

BBC news state that Pembrokeshire was affected by Brexit for the following reasons: (BBC, 2020)

· Increased costs on imported goods.
· Loss of employees from EY27 countries in current employment.
· Increased demand for services due to increased poverty.
· Loss of EU funded programs.

I feel that although these statistics are based on Pembrokeshire they reflect the whole of the UK and Morrisons will be affected as will many other businesses. 

Brexit has been blamed for Morrisons 1.7% fall in sales for the second half of the year with the professional political uncertainty a main factor. ‘Trading conditions remain challenging’ David Potts. However, the importing of good is least concerning due to it being a UK based firm, resourcing from the UK. A shift in focus for the business to market vegan, free from, and low alcohol will put positive sales for the following year as this is something that clearly lacked focus over the last half of the year as the growth in these areas have been vast.  The lack of profit influenced the January restructure within Morrisons (www.standard.co.uk)

There are many talent pipelines to explore in Morrisons: -

Apprenticeship schemes are available for Butchery, Bakery and Fish colleagues.  The scheme runs for two years, where colleagues are mentored by an experienced member of staff and reviewed each month by a Training Officer. By the end of the scheme the colleague is rewarded with a Craft qualification from Cambrian Training and gains a monitory supplement on their hourly wage.  EV 6

The Graduate scheme is open to under 25-year-old who have qualified with a 2:1. It is open to external as well as internal candidates each year, this process is solely completed through Head Office. The expectation is that the graduate will be part of the Leadership Team with a desire for Store Manager level within two years. There are also degree schemes for manufacturing, logistics and finance (EV 12).

Pathways is a progression scheme within the Morrisons business (EV 7). It has been developed to use within each store at both colleague and manger level. A level 1 colleague would work towards a Team Manager role at level 3, Team Manager’s works towards a Store Manager role at level 5. There is a certain criteria which must be achieved, and all must demonstrate the relevant qualities in behavioral skills to participate. A successful pathways candidate will attend an assessment Centre before being appointed in to a ‘safe hands’* managerial role for 12 weeks to demonstrate their capability and gain practical experience. When a placement has been successful, a ‘sign off’ assessment is required to be appointed a substantial position. Candidates are placed into roles available in stores within a 25-mile radius where positions are available (EV 7).

Morrisons plan can be seen to demonstrate the ‘stages workforce planning’ (CIPD, 2020).  These stages being analyse the workforce RHRP (EV 4); find the skill gaps within different locations ; identify future skills and capabilities needed; develop a plan to react to any recruitment/talent gaps and implement the change when required and having a pool of talented colleagues and managers ready to progress to the next level. 













LO1.3

In conclusion when reviewing the current workforce and talent planning, recommendations could be made for improvements.  

Pathways is a great tool for progression; however, the business does not forecast training or development into the payroll budget. Therefore, when developing talent, it can impact at store level having to reduce hours in other areas of the store to accommodate the cost of training.  This could be addressed by having a budget included each week to cover any ‘safe hands’* talent pool when required or for training to be funded centrally. 

Frustrations with the graduate scheme are that it is only open to 25-year old and under, which doesn’t’ allow the opportunity to new mature students qualifying with required target grade. This, in turn could impact the business as mature employees often come with life experience/work experience which would benefit the organisation.  Young graduates can often be catapulted into managerial positions which overwhelm the individual and results in them having to leave the scheme, this can be very costly to the business. A solution to this could be to open the scheme to older graduates and review the statistics. 

Within the local area it can be difficult to develop when in a tight labour market.  Managers opt to stay in the same job role for a lengthy time, therefore they are ‘blockers’ stopping progression within a store.  With no stores within a 30-mile radius, the opportunities for development compared to other regions are very limited, this can lead to colleagues/managers leaving the business for progression elsewhere.  A suggested solution to this would be for any pathways candidates to relocate or have full travel allowance reimbursed.  Although this would open many more opportunities for candidates, it will be very costly for the business. 




















LO.2

Recommendations could include: -

A budget set in payroll for training and talent planning.
A bespoke role set for management solely for progression.
Graduate scheme with no age limit. 
A Training Manager Lead.
Succession/Talent monthly open evenings. 

Morrisons approach to talent planning has evolved in the last two years and the program is now more in depth. This process has been driven by best practice within the talent planning framework set out within the succession planning tool (CIPD,2020) There needs to be a review on how the business incorporates this into the working week. The mentors are experienced managers who have limited time and are driven by task and to meet the companies need to gain a talent pool there needs to be a budget included. Employers who demonstrate they want to retain talent and promote from within can also be why new candidates chose to join the business.  

The process for recognizing talent needs to be led by the Team Managers, this can not be a Human Resources Department job alone.  Managers need to recognise and reward their own colleagues by having meaningful conversations during their annual performance reviews.  Managers also need to lead by example and be inspirational to encourage the progression within the workforce.  The opportunity for manages to be able to mentor and encourage resilience, a behavior which is learnt through experience of failure and success. 






















LO3

Morrisons announced a managerial restructure on 23rd January 2020 to streamline managerial posts throughout the company with a potential loss of 3000 jobs. The restructure was proposed with a 45-day consultation to all Team and Senior Managers.  This was proposed after Morrisons sales were announced at 1.7% down like for like with BREXIT viewed as the main reason for requiring the change. The new management roles for the 
managers successful in the process were due to commence on the 30th March 2020, (EV8) The shortfall of workforce due to the managers leaving the business or management moves was to be rectified through employing colleagues and placing them into the areas of the business with a deficit. The planning and organizing of this had already taken place, however with the Covid-19 pandemic the business had to react and postpone implementing the restructure until 1st June (EV8). The Pandemic also forced the company to respond and recruit colleagues rapidly and adapt all policies and procedures to create a slicker recruitment method (EV 10).

Morrisons uses a traditional approach to recruitment and utilises the workforce planning process (CIPD, 2019) where they align the changing organisation needs with the people strategy, focusing on the workforce needs and identifying the gap between present and future. The planning tool used predicts the right number of colleagues needed for the running of a department ensuring the Right hours are in the right place (RHRP)(EV4). This tool works alongside the payroll budget set out for each individual store. Full-time and Part-time positions are created to fit within the needs of the business (EV 3+4).

During the managerial restructure, the Covid-19 pandemic arose having a dramatic impact on the business.  The company took the decision to postpone the restructure until the 1st June 2020 delaying the effective date of the new structure by 8 weeks (EV8) this in turn added more consultation meetings for all effected managers (EV8). This delay prevented the loss of experienced management from the business at a time when the food retail industry was facing unprecedented times (The Grocer, 2020). The ‘lockdown’ announced on the 23rd March 2020 by the government enforced the ceasing trade of all fresh food departments, Bakery, Deli, Oven fresh, Fish Counter, Butchery Counter and Customer Café. The enforcement of department closures required an immediate action plan to plan where the workforce from those departments were required most. Internal planning meetings were held daily within the management population with colleagues being deployed to work in other areas of the store on a temporary measure.

In addition to this, the business responded to the change in customer need by introducing an ‘Online, Home Shopping’ department. The new Department was proposed on the 26th March 2020 with the expected date of going live only ten days later 6th April 2020
Home Shopping recruitment is guided by the size of the operation set.  Clear guidance was communicated for recruitment needed (EV 11). The normal timescale before the pandemic for this activity was an operational plan of fourteen weeks for onboarding, clearly set out with achievable time scales. The business was dealing with unprecedented demand for home delivery and this operational plan had to be condensed.  To enable the store to recruit rapidly, the company revised the onboarding process (EV 10+11). Blanket Vacancies were created via Head Office not in store as normal and the interview process was dramatically changed to reflect a ten-minute conversation rather than a forty-five-minute assessment Centre which incorporated an interview, shop floor activity and situational role play (EV11).  Many conversations and communications were required for effective planning between head office and stores to comply and meet deadlines (EV 11). These conversations were held with me and the Store Manager using information sent electronically via email (EV 13).

My involvement in the introduction of the new department was key. I was the main stakeholder/organizer being the Head of recruitment.  Communication from Head office was sent direct via email to me, with clear timescales for completion.  From the information sent, it was clear that other contributors were necessary to undertake this task.  A meeting was organized with the Store Manager where we put an action plan in place with clear timescales to achieve.  A Team Manager was identified to fulfil the role of Department Manager with the requirement for five Team Leaders, 16 drivers, 5 click and collect staff and 30 pickers, all of which needed to be recruited (EV 11)  

 A resourcing team was actioned within the People Office consisting of 3 colleagues to ensure that the timescale would be achieved.  A new schedule was drawn up for all colleagues to attend work, this enabled me to plan and organise my time and the stakeholders time effectively.  All colleagues were briefed on the business need so they knew what part they would play. A detailed action plan was displayed on the notice board in the People office so all understood timescales to be achieved with the necessary job roles onboarded. Many factors need to be considered; - 

· Identity the roles required.
· Advertise the roles required.
· Interview for roles required.
· Offer job roles to successful candidates.
· Process right to work controls.
· Induct every colleague into the business.
· Communicate Individual training plan for each colleague.
· Confirm effective start date for every colleague.  

Clear communication was held with me, Store Manager and Home Shopping Manager daily through conversations so everyone was informed at every stage (EV 11).

The people team were instructed by me to advertise the roles internally and externally through different channels, online through the Morrisons Official Careers site for external and posters and closed social media for internal for friends and family.  An interview itinerary was drawn up to allow for many interview slots at 10-minute intervals.  All necessary paperwork was collated and organized to have a seamless flow of candidates by the people team colleague.   Interview itinerary, interview checklist and interview were printed and prepared and were also available via the morrisons portal.  Interviews were held by the People Office colleagues and the Home shopping Manager in a fast-paced environment to gain maximum output (EV 10)

When all the interviews had been completed over 2 days, a meeting between the Home Shopping Manager, People team and I, was held in a private office to select the candidates to be offered employment.  This was to decide what roles would be allocated to each candidate (EV 10).

The people team contacted everyone to offer employment and inform of the next stage in the process.  The right to work checks need to be completed before going any further at this stage to comply with all legislative procedures.  Morrisons legislative procedures are in-built to all activities taking into consideration equality act and ACAS.  Additional checks are required for drivers required by DVLA regarding license to qualify for this position and DBS check, to show any unspent convictions.  All legal checks were undertaken by me due to the importance of legal compliance. 

All new employees are required by Morrisons to attend an induction, where the Safe and Legal procedures are overviewed. An in-depth training program is then applied to each new employee automatically via the Morrisons Portal Page, this mandatory training must be completed before the new employee can undertake any work within their department.  

The induction was planned and organized within the People Team. Careful consideration was actioned due to short timescale, also taking in to account the new legislation for social distancing.  Each successful candidate invited to attend across 3 days, due to the large-scale recruitment. A maximum number of new recruits was set due to the social distancing government guidelines.  The induction was held in the Staff Canteen to enable 30 people to attend at one time.  The People Team and I orchestrated how the candidates would be greeted and escorted to the correct location as new Track and Trace forms were required to be filled out after all had sanitized their hands.  This needed careful planning to keep to timescale. The new legislative requirements were an obstacle that needed overcoming.  Thorough planning and organising with the People Team, a solution was found to be able to achieve the whole recruitment process within the timescale (EV 10).


On reflection of the effectiveness of the task and my own contribution, I feel that every objective set out was achieved by myself by involving the relevant stakeholders in the process. The task was to set up a Home Delivery Department within a timeframe and the launch day was successfully launched within these guidelines. Being able to use the Morrisons business models around right hours right place which are clearly set out takes away any guessing as they have been tried and tested prior in other stores.  The business also has clear guidance and policies in place to ensure legalities are adhered to. I have ensured that the company is protected as well as the employees.   The time frame to set up the new department was considerably smaller that of a normal set up but having clear corporate policies to follow allowed me and the managers to work at pace (EV 13).


The slicker interview process would not be fit for purpose with a view for long term employment.  The short conversations were sufficient to gain many employees in a short amount of time, but this would not be a sustainable recruitment method going forward.  The original Assessment Centre interviews focus on behavioral traits and excellent customer service within the Morrisons Core Values, (EV 2) which the business is moving towards, this gains a better caliber of candidate and enables the interviewer to spend quality time assessing as all workforce best practice and talent planning activities have a clear link to the organisational  goals and values (CIPD, 2020).

How the organisation has sustained the ‘Employer Brand’ throughout the Restructure and the Pandemic has been positive.  This is a vital part of business acumen or marketing strategy and could have a major impact if not conducted correctly.  Morrisons quickly found how the brand strategy could fit for the business and ensured we ‘Fed the Nation’.  Employer branding may not seem like a high priority, but this is exactly the moment they must take care to protect and/or elevate their reputation (Randstad, Aug 2020). Morrisons took the opportunity to promote the brand, this swayed customers from other competitors to shop in the stores. By taking the lead donating £10,000,000 worth of food from April 2020 to September 2020 and offering a ‘doorstep’* delivery service it quickly had another strap line of ‘it’s more than our job’, focusing on the ‘total brand promise’.  This allowed Morrisons to shine.  

Home Delivery resourcing was extremely challenging, the business embraced the complexity of the situation to deliver for the customer while giving employment opportunities to those suddenly finding themselves out of work.  I embraced the situation presented and found the resilience to deliver.  Haverfordwest Home Delivery continues to grow from strength to strength, and in its infancy made sales of over £100,000.00 per week, this was alongside the restructure of the Management team. Home Delivery is now an established department imbedded within the store and is the third most profitable in the Region. 

"The core purpose of all colleagues at Morrisons is to play our full part in feeding the nation." David Potts 
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Footnote


Safe Hands* - A position for development while still at a lower position - trial period. 

Doorstep* - Unique point of difference for Morrisons Plc.  Telephone home delivery shopping for vulnerable customers that no other competitor offered.  
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TABLE 1
	Qualifications and students
Persons

	
	Haverfordwest 
Built-up area

	
	count
	%

	All usual residents aged 16 and over
	11,649
	100.0

	No qualifications
	2,731
	23.4

	Level 1 qualifications
	1,827
	15.7

	Level 2 qualifications
	2,095
	18.0

	Apprenticeship
	423
	3.6

	Level 3 qualifications
	1,359
	11.7

	Level 4 qualifications and above
	2,729
	23.4

	Other qualifications
	485
	4.2

	Schoolchildren and full-time students: Age 16 to 17
	328
	2.8

	Schoolchildren and full-time students: Age 18 and over
	310
	2.7

	Full-time students: Age 18 to 74: Economically active: In employment
	135
	1.2

	Full-time students: Age 18 to 74: Economically active: Unemployed
	27
	0.2

	Full-time students: Age 18 to 74: Economically inactive
	146
	1.3

























TABLE 2



	
Job roles
	Haverfordwest 
Built-up area

	
	count
	%

	All usual residents aged 16 to 74 in employment the week before the census
	3,444
	100.0

	1. Managers, directors, and senior officials
	327
	9.5

	2. Professional occupations
	422
	12.3

	3. Associate professional and technical occupations
	448
	13.0

	4. Administrative and secretarial occupations
	142
	4.1

	5. Skilled trades occupations
	798
	23.2

	6. Caring, leisure, and other service occupations
	162
	4.7

	7. Sales and customer service occupations
	261
	7.6

	8. Process plant and machine operatives
	446
	13.0

	9. Elementary occupations
	438
	12.7





























TABLE 3

	Occupation - females
Persons

	
	Haverfordwest 
Built-up area

	
	count
	%

	All usual residents aged 16 to 74 in employment the week before the census
	3,221
	100.0

	1. Managers, directors, and senior officials
	245
	7.6

	2. Professional occupations
	530
	16.5

	3. Associate professional and technical occupations
	247
	7.7

	4. Administrative and secretarial occupations
	485
	15.1

	5. Skilled trades occupations
	101
	3.1

	6. Caring, leisure, and other service occupations
	670
	20.8

	7. Sales and customer service occupations
	481
	14.9

	8. Process plant and machine operatives
	31
	1.0

	9. Elementary occupations
	431
	13.4
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Feeding the Nation
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About Us

Strategy

We have six priorities for the business, as we rebuild the company by defining and
strengthening the brand, we will:

Be more competitive

To be more competitive means helping customers make every penny go further, saving them money on the
everyday items they want and need. We use our expertise as food makers and shopkeepers to ensure that our
own brand products offer the best possible quality at the best possible price.

Serve our customers better
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We listen to our customers and make changes across the business that are lead by what they tell us. We are
always improving what we offer shoppers, and work hard to make the right colleagues available in the right
place at the right time.

Find local solutions

We want to deliver those solutions that benefit each store’s community. That could be anything from
stocking locally produced food favourites to creating a filter lane in to a petrol station that best suits the
nearby traffic flow. If we listen to what our local customers want it becomes meaningful at a national level.

Develop popular and useful services

Our aim is to offer customers a one-stop-shop and give them more of what they want on a shopping trip.
We continue to refresh what our stores and cafés offer and install practical services that shoppers appreciate,
like key cutting, mobile phone repair stations and pick-up points that are compatible with leading online

retailers.

Simplify and speed up
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Simplify and speed up

We continue to simplify and speed up, building a culture based on teamwork with a clear and consistent way
of working. We aim to be cost conscious and create a leaner, efficient business that's more responsive to

customers.

Make the core supermarkets strong again

We continue to refit and refresh our stores and cafés, incorperating ideas that have been suggested by
customers and staff. Our ‘Fresh Look’ is helping improve the shopping trip and demonstrate just how much
we care about the food we sell and make ourselves. Market Street and the craft skills of colleagues make

Morrisons different and are truly valued by customers.




image6.png
Careers

Home Life at Morrisons Our teams Early careers Locations Apply ) Search jobs

Our Future

OUR FUTURE

To make and provide food we're all proud of, where everyone's
effort is worthwhile, so more and more people can afford to enjoy
eating well.

Our four sets Our six
of ambitions priorities
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Customers Colleagues

o The freshest food that's great value for money

A manager who helps and supports me

« A good quality grocery offer across a wide range of brands The opportunity to succeed

« Friendly people who go the extra mile The tools and training to do my job

« You can get what you want and it's easy to shop A fair day's pay for a fair day's work

 You can see we are foodmakers on Market Street

To be treated with respect

* We have food experts who help you get what you want and offer advice

Suppliers Shareholders

« Simplify the way we buy and sell « Shareholders

« Getting the offer right — less is more « Focus on the core

« Known for Market Street quality and new product « Recover then grow

« Driving profitable growth « Build a stronger balance sheet
« Relationships that last with long term plans « Create shareholder value

« Building trust by doing what we say
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My Performance - First Half Conversations

It’s incredible to think the first half will soon be over, particularly given everything we've accomplished together in recent months. This year,
more than ever, it's important we take time to reflect on our efforts and performance, and really celebrate our achievements and learning

as we've responded to the crisis.
Given how different the first half has been to a ‘normal’ year, we’'ll simplify the mid-year performance process as follows:

« Performance conversation - everyone should already be having regular catch-ups with their line manager, and should use one of
these to discuss first half performance before Sunday 30th August. This conversation will be a good opportunity to review your
contribution, discuss what you've learned, catch-up on career thinking and set objectives for the second half

« My Performance system - there'll be no need to record anything in My Performance for half one, and we won't be giving mid-year
performance ratings. Instead, we'll be discussing mid-year potential ratings and, in cases of underperformance, supporting our
colleagues with a detailed action plan via the My Performance system in September

« Store Managers - please ensure you liaise with your Regional People Manager around the amended mid-year process

| know you're all continuing to work very hard, as we build further momentum out of the crisis. Thank you for everything you're doing to play
your full part, it's making a very significant difference.

Thank you
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-
Morrlsons Home Life at Morrisons Our teams Early careers Locations

since 1899

Early Careers Home Degree appren

s Graduates Apprentices Industrial placements More to know  Apply

Home - Early careers - Degree apprenticeships

Degree apprenticeships

Now you don’t have to worry about university fees or choose between starting
your career or studying towards a degree. You can enjoy the best of both worlds
on our chartered manager degree apprenticeship programme. You'll swing into
action in a job while we pay for your part-time university studies.

We've partnered with the University of Bradford and Sheffield Hallam University
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vveve partnered with the University OT bradiord and sheirield Ratlam university
to create a unique, tailor-made programme that’s designed to unlock your
potential. You can work, earn and learn while studying towards a degree and
preparing for a management career with one of the UK's leading fresh food
manufacturers and retailers.

Manufacturing Corporate Logistics

Manage teams, run production lines and work on  Going on placements with a variety of central
live projects with the UK's 2nd largest fresh food  support teams, you'll develop your skills. ... Read
manufacturer. ... Read more more

Gaining hands-on experience of our fast-paced
logistics processes, youlll make a difference from
day one. .. Read more
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FAQs

What does the programme involve?

What will | study towards?

What do | need?

What about UCAS points?

Where will | study and how will | get there?

How many Degree apprentices do you hire?
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West Cluster Meeting

Date: 14.01.20

Meeting attendees:

Agenda

Update on current cluster position; who's working where, potential pathways cover, sign off dates
Potential store succession planning Names for future assessment centres

What are our agreed development ambitions for the year ahead

Agreed actions and timescales

Date of next meeting
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Proposed Management Structure Change

1 write following a briefing which took place on 19th March 2020 following an update regarding
the managerent structure change proposal. As you know, following the recent management
restructure activity new structures are due to go live from Monday 30th March

*Thank you for joining me today. | want to share with you an important business update. | am
going to be reading from a script to make sure | share al of the key messages with you. The
same script will be delivered to all managers across all stores today.

As you know, our new structures are due to go live from Monday 30th March.

For a number of reasons we've now decided to extend the consultation period for up
to an additional 8 weeks, and this has been discussed with the Sata National Officer.
We'll shortly be arranging a call with the colleague representatives for senior
colleagues. The reasons for this decision are:

- Following the outcome of the selection process, there are still many ongoing

conversations regarding the step down hours available to colleagues, and
some appeals against placement decisions that we need to work through to
get the right outcome for colleagues and the business

- At the same time we’re now dealing with the unprecedented challenge posed by
Coronavirus (Covid-19), and we want to support colleagues through these
uncertain times by offering those who were due to leave the business through
redundancy, extended employment with us

- Also as a result of the Coronavirus, and the Government advice around
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- Also as a result of the Coronavirus, and the Government advice around

non-essential travel, we're not able to provide planned training to managers in
the skills required for their new roles. So as a result we need to review the
training methodology to ensure we're able to fully equip the managers in the
new structure to be able to fulfil their role to the best of their abilities. This will
take time to work through

- We also recognise we have a duty to strengthen and protect our supply chain,

as we play our full part in feeding the nation throughout this crisis. To do this
we need the help and support of all our colleagues.

For these reasons we're confirming to all colleagues affected by the restructure in
that the consultation period will be extended. It's anticipated that the new structures
will go live within 8 weeks, and as soon as we have clarity on this date we’ll confirm it
to representatives and let everyone know. Those colleagues who were unsuccessful
in selection will then be served their notices of termination.

1 would like to set up a call with you to explain in more detail what this means for you and
(insert contact details and times in here)

Yours sincerely

Manager Name
Store Manager




image32.png
Shared withme > For Use by Stores: Retail Management Review 2020 > Appendices ~

Files

Ways of Werking

B Appendix 1: Role Preference ... B Appendix 2a: Ways of Warkin. B Appendix 2b : Ways of Workin.

[ S ) I |

B Appendix 3 : Seniar Secondm... B Appendix 3 : Stare Manager ... B Appendix 4 : Consultation Col... B Appendix 6 : Selection Criteri...





image33.png
B Managers on Matemity Leave... B8 Pathways Calleague Checklis...




image34.png
Explain the selection criteria which will be used;

- Individual Statement against Ways of Working subrmitted by the affected
manager by 9th February.

- 2019720 Mid Year My Performance Score

- 2019720 End of Year My Performance Calibration Score

- 2019720 Mid Year Talent Potential Rating,

- 2019/20 End of Year Talent Potential Calibration Rating

- Individual Statement against Ways of Working

- Ways of Working Interview Ops Manager Only: Interview Scoring for
Operations Manager.
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Scoring: (Tick as appropriate)

Appears unapproachable or disinterested Has a friendly & approachable style Gives customer their full attention and builds
rapport confidently
Interrupts custorner/does not pay attention Listens to customer Carefully considers the customer's specific
needs
Poor awareness of produicts Suggests products which fit the Passionately describes sitable products and
customer's needs champions Market Street in general
Makes assumptions about the customer's Makes suggestions and checks that Makes every decision with the customer's
needs the custorer is in agreement specific requirements in mind
Limited Evidence Some Evidence Strong Evidence
Does not make a connection with the custorner. | Listens to the customer's needs and provides | Delights the custorer with their willingness to assist
Appears rushed and disinterested a great customer experience, promoting and strong product knowledge. Bilds rapport easily
Morrison's s a great place to shop. and checks that the customer is satisfied with
suggestions
Poor (1) Good (2) Great (3)
Total: B

Closing the interview:

Remember that every candidate is a potential customer.

Thank the candidate for attending and then talk through the following points...
* Rates of pay
» Company benefits and holidays

* Uniform policy

e Nex steps and outicome
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Market Street Role Play:
‘Customer First and Listening & Responding’

This exercise is great for understanding the candidate's awareness of products and different customer base expectations

Assessor Brief

In this section of the assessment, the assessor and candidate will take part in a short role play. There are 2 options that the assessor should choose from,

detailed below.

The assessor takes on the customer role and the candidate plays the customer assistant.

Please Note: It is important to remember to make this a great experience for the candidate as this may be the section of the day that they feel most
nervous about. There is no need to play the part of a ‘challenging’ customer, the experience should be fun and light-hearted.

Setting the Scene

Please explain to the candidate that they should wait in Market Street and that you will shorlly approach them, at which time you will be 'in role’ as a custorer
with & query. Let them know that whilst they wait for you they should familiarise themselves with the products and departments within Market Street. Explain

that the role play should last around 5-10 minutes

Scenarios

See next page for scenarios.

Role Play 1: Summer BBQ

The assessor plays the role of a customer who has seen the great weather
forecast for the weekend and is planning to throw a bbq at home. They
have not held a BBQ before but have attended many. The assessor should
approach the candidate to seek advice on what they should purchase for
the party to cater for a variety of guests

Role Play 2: Party with Friends

The assessor shouid play the role of the customer who has invited friends
around to their home to celebrate their upcoming birthday and would like
to ensure that they have everything they need for the occasion. The
assessor should approach the candidate to seek advice on what they
might need to buy to make the party a great success
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Limited Evidence Some Evidence Strong Evidence
Does not demonstrate consideration offar interest in profit | Demonstrates some evidence of improving sales. | Strang evidence of ensuring that sales opporturities are
and loss. Limited interest in Marrisons, Enthusiastic aboLt the company. maximised. Recagnises Morrisons as a great place ta wark,
has researched the company thoroughly.
Poor (1) Good (2) Great (3)
Total: B

Store Walk & Morrisons Favourites Activity:
(Non-scored)

Following the interview, the assessor should take the candidate on a store walk to familiarise them with the store and put the candidate at ease
Particular focus should be given to touring Market Street.
The assessor should then ask the candidate to take them to their favourite Market Street product and explain why they favour this item
The assessor can prompt but should allow the candidate to lead the discussion as much as possible
This exercise should last a maximum of 20 minutes {10 minutes tour & 10 minutes activity )
Although this activity is not scored, the assessor should consider the following:
+ The candidate's ability to talk about products and their passion for food

# Their understanding of Morrisons as a business
+ How comfortable the candidate is on a shop floor

Notes:
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Scoring: (Please circle)

Limited Evidence
Does not demanstrate full understanding. Seeks feedback
when requested to or not at al

Some Evidence
Works at pace and with attention to detail. Happy to
take feedhack on baard

Strong Evidence
Confidently and professionally shares ideas with cthers
cansidering the bigger picture, working hard to exceed

expectations. Seeks feedhack fram cthers to enhance and

improve results.

Poor (1)

Good (2)

Great 3)

Total: B

Selling, control costs, growing profits, removing waste: We sell and stock to grow sales, control costs and grow profits

Q9: If you worked for s as a Customer Assistant and it came to your attention that
several customers had asked for the same seasonal product which had quickly
gone out of stock, what actions would you take?

- Why would it be important to take this action?
- What effect do you think this would have on the customer's shopping experience?

Q10: In which business area do you think that Morrisons has further opportunity
to grow?

- Whythis particular aspect?
- How does this compare to ather supermarkets?

Notes:

Notes:

Scoring: (Please circle)

Limited Evidence
Daes not demonstrate consideration offor interest in profit
and loss. Limited interest in Morrisons

Some Evidence
Demonstrates some evidence of improving sales
Enthusiastic abaut the company.

Strong Evidence
Strong evidence of ensuring that sales oppartunities are
maximised. Recognises Morrisons as a great place to work,
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Scoring: (Please circle)

Limited Evidence Some Evidence Strong Evidence
Lacks initative and desire to da the right thing. Lacks abilty to | Takes time to consider the hest way to do things, Confidently and professionally shares ideas whilst
take ownership and make decisians has the company's best interests in all that they do. cansidering others. Seeks feedhack from others
Poor (1) Good (2) Great (3)
Total

Listening hard and responding quickly whenever possible: VWe're listering hard and responding qUIcKly wherever possible

G7: Imagine that you have been working for us for several years and have
recently trained a new starter. The new starter has provided feedback relating to
how you prioritise your workload. You have never received any comments
regarding this before. How would you respond?

- Whyis it necessary to respond?
- What other options might you take?

G8: Give me an example of when something didn't go to plan

- How did you react to this?
- What was the outcome?

Notes:

Notes:

Scoring: (Please circle)

Limited Evidence Some Evidence Strong Evidence
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- Why do yau feel that this would be the right decisian?

- Whydid you get involved?
- What did you do?

Notes:

Notes:

Scoring: (Please circle)

Limited Evidence
Does not demonstrate team work and is not able to give
examples of this

Some Evidence
Is a teamn player and works well with others towards
a common goal

Strong Evidence
Thrives in a team environment. Goes over and above to help
the team.

Poor (1)

Good (2)

Great (3)

Total: B

Freedom to make decisions within the 6 priorities: Morrison's has a plan and | have freedom to make decisions within the & priorities

G5: Imagine that you work for us in customer service. If a customer visited store
to tell you that she buys our fresh cream doughnuts every week and that on this
occasion she'd like a refund as they were stale - they cost less than £2 and the
customer has brought her receipt but not the item - what would you do?

- Why do you fesl that this is the right decision?

Q6: When was the last time you made a suggestion about what you felt was the
‘right’ way to do something?

- Whatfeedback did you receive?
- What did you leam from this experience?

Notes:

Notes:
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Customer First: YWe put customers first. It's just part of how we think and who we are.

Q1: If you were working in-store and a customer told you that they're struggling
with their weekly shop as they have poor eyesight what would you do to ensure
that you could help them?

- How could you be sure you fully understood what the person wanted?

- What would you do ahout the work that you had been in the middle of?

Q2: When was the last time you were in a situation where someone you were
trying to help / a customer was rude or disrespectful to you?

- How did you feel?
- What did you do to respond?

Notes:

Notes:

Scoring: (Please circle)

Limited Evidence
Does not take ownership of the situation or find a solution
Does not put the customer first

Some Evidence
Aims to provide a great customer experience
however lacks detail on how they deliver this

Strong Evidence
Aways pLts the customer at the heart of what they do.
Ensuring a memorable customer service by going the exira
mile

Poor (1)

Good (2)

Great (3)

Total: B

Teamworl

+Means working togethier — each of Us can orlly do 5o much on our own and we'll go further together:

G3: Imagine you work for us as a night shift team member whose busy shift has
just ended. As you are leaving you see that a colleague is struggling alone with 2
large stock delivery, what would you do?

- Why do yau feel that this would be the right decisian?

Qa: When was the last time you had to be particularly supportive towards
someone?

- Whydid you get involved?
- What did you do?
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INTI

The following questions are designied to put the candidate at ease and to break the ice. Remermber...they are not evaluated or scored.

Tell me a little bit about yourself. \What do you like doing outside of work? What are your hobbies and interests?

What's your proudest moment? This can be a personal or professional achieverent

JMPETENCY INTERVIEW QUESTIONS:

omer First: Ve put customers first. It's just part of how we think and who we are
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CUSTOMER ASSISTANT INTERVIEW PACK

iew.

Thi:

'OW TO USE THIS PACK

he interview s split into 4 parts:

interview pack includes all the tools you need to conduct a great inter
Print off a pack for each candidate and make sure you complete all the sections (to keep it legal and fair).

Morrisons

Since 1899

CANDIDATE INFO:

Candidates Name:

Assessors Name:

Date of interview:

Role applying for:

AVAILABILITY:

Min hours:

Max hours:

Flexibility:

Notice/Holidays:

OVERALL SCORING:

Competency Interview s
Market Street Role Play ]
TOTAL: 18

OUTCOME: (Must score higher than 12 to be offered.)

Offer

Reject

Role to offer:

Contracted hours:

Hourly rate:
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Hope you are well

1. What do you like about the current recruitrment process?
This process meart that we were able to fill our Home Delivery vacancies very quickly. The majority we filled in one day!

2. What do you dislike about the current recritment process?
At points we became very concerned at the numbers of walk ins as we were flooded and unable to fully adhere to social distancing. People were emailed just to attend the
store with their RTW documents to have an interview. We had no sight of this or prior communication that head ofiice were going to send oLt invites to people. Therefore we
were unable to manage our time and people were arfiving and having to be tumed

away and disappointed as no managers were available to conduct the interviews. This could be seen as brand damaging during a time where people were frartically looking
for piarle
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Retail Recruitment Score Card
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Job Description

Name

Offer Accepted

H/D Team Leader
(36.75hrs)

H/D Team Leader
(21 hrs)

H/D Team Leader
(21hrs)

H/D Team Leader
(30 hrs)

H/D Picker (16 hrs)

H/D Picker (16 hrs)

H/D Picker (16 hrs)

H/D Picker (16 hrs)

H/D Picker (16 hrs)

H/D Picker (16 hrs)

H/D Picker (16 hrs)

H/D Picker (16 hrs)

H/D Picker (16 hrs)

H/D Picker (16 hrs)
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We're looking for people like
you. Do you know someone?

Ifyouhavea

who’s employment has been affected
by Covid-19 then we want to meet
them.

Here’s what they need to do:

Ask your friend or family member to visit the store they
would like to apply to. They'll need to take along their right
to work documentation (and drivers licence if applying for
a driving role) and a member of the People or Management
team will talk them through the roles available and next
steps.

We will try our best to accommodate as many family and
friends as possible. We have shared a poster on
Colleague Facebook which we invite you to share

on your own personal social media accounts.

Morrisons
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We’'re recruiting.

Temporary Home Delivery Drivers, Customer
Assistants (Pickers) and Customer Assistants

Interested?
Visit the store you're interested in, along
with your right to work documentation
(and driving licence if interested in
driver jobs) and let them know |
have referred you.

*Please note, vacancies are sublect o avalablty and this can change dally.
++Permanent vacancies wil il be managed through wiimorrions obs
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Temporary Home Delivery
opportunities:

(Check the lst below to see which stores we'e recrutingin:

R
Rttt Morrisons
foresy )
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Fwd: Home Delivery Updates

Jenny Hutchinson <jenny.hutchinson@morrisonsple.co.uks
10 South, Aysha, Matt, Zoe, Jo, Pamela, Jonathan, Zoe, Nicola, Lorna +

Afternoon,
Couple of updates for you

- Department 16 Home Delivery is now set up for your store in PeopleSoft for the following roles
HD Team Manager
HD Team Leader
HD Driver
HD Customer Assistant (includes C & C colleagues)

- Colleagues with a HD driver role in PeopleSoft will receive 80p per hour supplement for all hours worked
supplement added for all hours that they drive, this can be found in the drop down box on payroll

@ Tue, 24 Mar, 12:57

RAER N

Anyone who is a reserve driver (hourly paid) will need the

- Allocated uniform order should be with you later this week or next. | can't confirm exact amounts of each size but have requested some of each as mentioned on call

You wil receive some differences to normal issue
Green t-shirts
Regatta coats for drivers and will arrive separately direct from supplier
Stores with containers outside will receive additional coats
High vis vests / safety shoes for drivers

- Payroll will be fully funded from next week to allow for training.  This will show on your bridge next week
When you get your payroll result next Tuesday, it will be in your PTD and YTD

n Timee - due to rurrent valumes. the van denart fimee have heen temnararil: amended o differant fram the temnlate that Linclidsd in vyour By

Plan and
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Early careers
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Morrisons Wome  UfestMowims  Ourtams  farycresw  Locatons

placements More to know Apply

Early Caresrs Home Degree apprenticeships Graduates Apprentices Industri

Home - Eatycamer: - Grhates

Graduates

Our gradustes are our future business leaders. So our many different graduste
scheres will provide you with the skills, experiences and personal quaities you
need to be 1 big success. Supported every step of the way by a buddy, mentor
and our managers, yourll take on new resporsibilties from the very start and be
given the chance to manage teams and projects. Doingthe right thing for our
customers and colleagues is what drives us, whatever scheme you'e applying for.

Manufacturing Buying
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When do the grmduate schemes apen?

OurGraduste schemes ar currentlyopen for spglicstions forour 2020 Grduste Schemes

What type of people are you looking forl

Ourcolleagues Male Morisons You'l be no exception Every day here is hallenging and fas-psced. 5o, s positie stitud and good fitare

mare impartant thinyeurdegee sublect We loolfargrmatcammunicatars and s playersuwith lesde rehip potentialsnd the abilty &2

actquiskyto change Reslint, determined snd innovative, you should slso shar ourpassion forlearming and serving ourcustomers
better An exiting future startshers

What schemes are auilable?

e run 9 Gradustes schemes n totel - manufacturin. ogistis, supply chan,technology &diital. finance, buyine, corporse, people and

it Hove s oalksrmund the site and see which best auita you

When would | start?

Allofourgriduste sehemes start in September 2020,

What the application process?

Tne spplicstion process forall of ourgradustes shemesis mad upof  series of b st inte views and n sssessmentosntre.

How many grduates are you looking to hire!

Tnisyesrwel be looking forsround 80 gradustes.

What makes Morrisons sodifferent?

e different bessuse we invest in sklled, servios-driven people,we foaus on resh food: and heve an extensive manufacturing capabilty
snd s close elationship with Britsh farm supplirs. We operate in away that is otonly right forourcolleagues, suppliers and custome s, but
sl ensurea e il positive cantribution b society and ale good cersof the emvironment!
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Home Lelvery Haverrorawest Slore
[ can confirm that Chloe Phillps led the planning, organisation and resourcing of sefting up a new Home Shopping Delivery Department in the Haverfordwest Branch,
The task was to recruit the correct amount of colleagues in the correet place within the short fimescale and identify any key existing colleagues who could embed this within the store

Chloe achieved this by engaging ey managers within the business and communicating throughout the process through many meetings and also using the scaled down onboarding recruitment
drive from the company.

Chloe was the link between Head office and the store, following company guidelines, policies and legislation every step of the way.

The Home Shopping department was successfilly launched on the date set out by the business of 6th April 2020 which was 10 days after first communication. Many hurdies were overcome
throughout the process during the Covid-19 pandemic with restrictions and challenges from the government for social distancing.

Shaun

Shaun Bird

Store Manager
Haverfordwest 273
Morrisons PLC

Tel: 07792598025
7170273125

Feeding the Nation

MOI’_I’iSOf‘IS #ltsMoreThanOurjob





