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Executive Summary
This report provides analysis and evaluation of the opportunities and barriers for women in leadership roles within Morrrisons Supermarkets PLC.
The methods of analysis used Secondary and primary data. The secondary data came from an extensive literature review and for statistics comparison predominantly used the KPMG Women’s Leadership Study (. KPMG,2019) The primary data was gathered using a cross sectional approach and a stratified sample with a questionnaire which was issued to female managers across the South Wales area. (Anderson, 2013)
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Introduction
Morrisons Supermarkets PLC is the 4th largest retailer within the UK with 70% of Morrisons customers being female, despite such a female led customer base, women occupy only 37.2% of the highest paid leadership roles within the company, the company has an ambition to reflect the same number in its board members and the board members of its suppliers (HR Magazine, 2011). Despite the companies ambitions there is still a gender pay gap, the mean pay for women in the company is still 14% less than men. (Gov.uk.) and the number of women in senior leadership positions has decreased to 35.1% (Grocer, 2021)
The key stakeholders for this report will be a mix of Regional Managers, Regional People Managers, Store Managers, People Managers and Line Managers.

Aim 
The aim of this research is to critically analyse the opportunities and barriers women face in leadership roles within Morrisons Supermarkets PLC

Objectives
· Assess levels of diversity and inclusion within the company
· Identify and analyse the barriers faced by women in leadership roles
· Identify the opportunities and benefits of women in leadership roles 
· Make recommendations on how Morrisons Supermarkets PLC can implement strategies to increase female representation in leadership roles











Literature Review
Literature from a range of credible sources were analysed to provide the secondary data for this report, with the qualitative data primarily sourced from the Women’s leadership study (KPMG, 2019) for comparison.

2.1 What is the current state of play 
Within Morrisons Supermarkets PLC, of the10 board members currently only 2 are women (Morrisons,com) within the South Wales area there are 270 management roles of which 75 are held by women, this means South Wales has 27% of leadership roles held by women, which falls below the government target of 33% (gov.uk) and falls below the company figure of 37.2%
According to the CIPD the number of women reaching senior leadership roles has slowed and stalled since 1990’s (CIPD, 2020)
2.2 Why increase women representation
According to a report by the Women’s Business Council increasing the number of women in a workforce would dramatically boost the UK’s economic growth. The national bureau of economic research conducted a study that found 34% of people surveyed believed women are likelier to be honest and ethical and that 30% of people surveyed believe women to be better mentors than their male counterparts.  These results improve performance as supported by the study conducted by Peterson Institute for Economics, the study found when an organisation with no female representation increased this to 30% participation the revenue increased by 15%, the study also found that Fortune 500 companies with a higher number of females in leadership roles performed better in terms of sales and ROI. (getsmarter.com)

2.3 What are the barriers
One of the main barriers to women progressing is the long hours workplace culture (CIPD, 2020) According to an article in Forbes the 15 biggest challenges women face are
1. Being treated equally
2. Building a sisterhood
3. Generating revenue
4. Being confident
5. Speaking up
6. Build alliances with decision makers
7. Become a member of the C suite
8. Asking for money
9. Standing in their success
10. Tackling imposter syndrome
11. Overcoming perfectionism
12. Trusting in their own voice
13. Shifting their word choice
14. Dealing with negative thoughts
15. Re-entering the paid workforce (Forbes, 2018)



2.4 How do we break down those barriers
There are ways to help companies break down barriers to women in leadership roles, ensure there are good policies and procedures in place and ensure a strong commitment to inclusion
· Workplace benefits beyond pay – this includes training and development programmes and more important to women flexibility as predominantly women still hold the role of primary care giver to children
· Break the male line of succession – remove the traditional stereotypes for particular roles that are seen as male roles i.e., engineering
· Encourage leaders to take responsibility for their actions – current leaders take responsibility to raise women up, to encourage women and ensue a culture of inclusivity
· Seek employees who are willing to change – remove bias and barriers from the interview stage (www.internationalwomensday.com)

















Methodology
The primary data collected for this report has been generated for the purpose of this study (Horn,2012) the design criteria has ensured it meets the 3 criteria
· Reliable 
· Replicable
· Valid (Bryman and Bell,2015)
Consideration was given to a number of different methodologies and the methodology chosen for my primary data was a cross sectional approach with the use of a questionnaire to gather a mix of quantitative and qualitative data. When selecting the sample method, I used a stratified method (Anderson, 2013)
The questionnaire was issued to 75 of the female managers within the South Wales region of Morrisons Supermarkets PLC.

Findings
Feedback from my Primary data indicates there is still a gap in the salary paid to Male managers versus female managers, these finding support the findings from the article “the glass ceiling” that states there is still subtle discrimination where women are paid less than their male counterparts, resulting in women not progressing in their careers to higher level management roles. (Chaffins et all, 1995)
73.4% of women surveyed indicate when they see more women in leadership, they are encouraged they can get there themselves, this figure is 12.6% lower than the results from the secondary data (KPMG,2019)
Qualitative Data from Questionnaire comment section

I feel like rates of pay should be the same for job roles. Male managers are on more money on smaller departments making it harder for women to be the main support in their family.
Possible Childcare issues but I've always had support from all of my store managers over the years around my childcare and shift patterns
I don't see any, I find I balance a lot being a full-time working mum to 3 children, and can find the different shift times hard, but that won’t stop me.

Being moved a distance away from home when there is family to care for.

Nepotism

Work/life balance

I find women are as equal as men in the company

Choice between family and progression. Being seen as a 'woman' not a 'manager.

Childcare issues and the opportunity to work part time.

I have no information about hybrid/working from home to suggest an opinion

I feel it’s a tough being a woman I feel our role In The home hasn’t evolved as much as we think and we are juggling work life and home life which is a massive strain on us mentally, and may sometimes pulls us back from achieving optimum success in our careers, male managers still seem to be on bigger salaries than the female managers in my store wondering if this is a companywide thing when we are all doing the same job done even have smaller departments which doesn’t encourage me in my role

Daily home life

Retail management can be very reactive and requires a level of flexibility that working mum's or caregivers would struggle with. I believe strongly that this a major factor in the size of a contract a woman holds, or whether she is interested in progression. Businesses should support and encourage job shares so that both managers can manage their time to ensure business needs and personal needs are met.

Childcare

None, I have always been given equal opportunity
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Conclusions
Although the findings from the primary data indicate women in South Wales feel they have a clear career path to their next role the qualitative data indicates that women predominantly taking the role of the primary care giver face a challenge of work life balance as there is a lack of flexibility within the retail environment, preventing them from progressing their careers to the next level.
98% of workers have stated that they would like to have Hybrid working (www.ringcentral.co.uk) 44.8% of the women surveyed in my Primary data state they agree or strongly agree that Morrisons support Hybrid working. There is evidence that suggests Hybrid working can have a negative impact on women in the workplace, as most women have responsibility for childcare, should they choose to work from home and the majority of their male counterparts should chose to return to the workplace, this may have an impact on being recognised, Sarah Jackson from Cranfield University of management, states “workers who are not visible get forgotten” (Financial Times, 2021)

Recommendations
Although Morrisons has a flexible working policy in place, the culture within the company does not reflect this and the decision to work flexibly can affect a woman in her career.  Despite the company promoting women in leadership the South Wales group falls below the company and government targets. There is still a gap in the pay where women in the same roles receive less salary than their male counterparts. Following from my research I would make the following recommendation
1. Review the current flexibility policy to ensure the culture supports this policy and ensure the policy is fit for purpose in relation to managers
2. Hold a salary review for all Management roles to bring salaries in line for women and men
3. Establish a hybrid working policy to provide a greater flexible working culture 
4. Look to establish a 4-day working week, following the world’s largest successful trial for 4 days working in Iceland, the results shown well-being has “improved dramatically as well as seeing improvements in health, work life balance and perceived stress and burnout. (Independent, 2021)



Limitations
The response rate was lower than anticipated therefore the findings are subjective the research focused on females however some of the barriers can also apply to males in the workplace, therefore not exclusively women.
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