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Morrisons Supermarkets PLC approach to Coaching and Mentoring.

As the 4th largest food retailer in the UK Morrisons use a formal approach to Coaching and Mentoring.  They use an internal coaching programme which is line manager led and follows the majority of large organisations as highlighted by the CIPD (CIPD 2020)

Coaching 

The company approach to coaching is very much a top-down process.
Each manager attends a training session to learn skills to become an effective coach, according to Drucker “leaders of the 20th century had to know great answers, leaders of the 21st century need to know how to ask great questions. (Drucker, 2014) The coaching programme is centered around questioning and listening skills, it provides the line manager with great questions and what great questions can help with, it also provides them with tips on how to listen effectively and provides hints and tips for them to implement. During the current pandemic the course has changed from a face-to-face course to a digital platform, which may have had a negative impact on attendee participation and the ability to create a rapport, 90% of how we grow and develop in our roles has nothing to do with being taught in the classic and typical ways. (Adams,2017)

The course is aimed at new to business managers and forms part of their twelve-week induction programme.  The approach needs to be reviewed as internal talent can be overlooked and managers that have been in the business for a long time will not be planned to attend.  The company approach needs review as it is not conducive to a coaching culture as the course is run providing coaching skills with a one hit approach, it also lacks a review process for putting the learning into practice.  The company approach would also benefit from providing information on tools to help with coaching such as the GROW and OSKAR models.

Mentoring

The company does not have any formal training to cover mentoring, although in practice mentors are used frequently to develop new to role managers and to develop internal talent through the company pathways programme.  The mentoring programme uses peer to peer mentoring for new to business managers and uses one to one mentoring for internal talent. 

The company misses an opportunity to utilise reverse mentoring, particularly in the era of advancing technology, the company could benefit from turning the spotlight on millennials and utilizing their skills by mentoring existing baby boom managers on technology. (CIPD)

There are concerns regarding the company approach to coaching being trained on a one-day course.
According to German psychologist Herman Ebbinghaus 80% of what is learnt is lost after 30 days, due to morrisons not having a relearning process following the one-day training on coaching, add to that the culture of most line managers seeing coaching as an add on to their day job, it is impossible to create a coaching culture.
According to Dr Brent Peterson of Columbia University after course learning represents 50% of learning effectiveness, however Morrisons like most business spends 85% of its budget on course activities and only 5% on after course learning.






Company L&D Policy

Morrisons supermarkets has a L&D team that operate out of their head office in Bradford, each region also has a training manager to support stores with the delivery of training.  The company has a set of people ambition to support learning and development.

The company uses a mix of classroom-based training, online mandatory learning, self-led learning and hands on development.

The programme for colleagues and managers is delivered over a 12-week period. New managers and colleagues are provided with a company induction on the very first day, which covers all statutory training such as Health and Safety, Food safety, Fire Safety, age restricted sales and the introduction to the company culture and ways of working, new managers receive this training with the Training manager in the regional training store, the colleagues receive this from the store-based People team, new starters cannot commence work until the induction is completed.
The new colleagues / managers then complete online learning for role specific technical skills training over a 13week period this is supported by face-to-face training given by training buddies.  Managers will also attend behavioral courses to develop their leadership skills.  There is a training session for coaching, however there is no formal training for mentoring, as described in the Robert Walters study, 45% of employers do not provide a formal mentoring programme, despite 94% of women surveyed said they feel it is invaluable. (Walters)



Development needs

Following a discussion with my line manager Alison Jones, the following development needs have been established relating to Learning and Development as described in the CIPD 2013 profession map. (CIPD)

Develop learning strategy and plans
· Partner senior managers to build insight into existing levels of capability against future requirements to identify gaps and risks to the organisation
· Due to the team being relatively new in my current location, there is a need for me to support the senior leader with one-to-one meetings to complete a TNA and produce a training plan to support with gaps, using online learning and classroom-based upskilling 
Delivery
· Support and coach managers to build leadership competence
· Provide training on leadership skills such as coaching to build competence
· Provide ongoing feedback to managers on progress regarding the implementation of learnings from training
Delivery
· Work in partnership with senior managers to implement and embed talent management process
· Develop internal talent pipeline to remove the requirement for external recruitment
· Support managers with the planning of a talent open evening, to generate interest
· Support management with projects for development candidates
· Support managers with periodic reviews of colleagues’ progress 
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