A8 – Understanding Coaching and Mentoring – On the Job submission 

Morrisons approach to learning is a combination of face-to-face learning blended with online.  Inductions are usually held in person in a tutor-based setting which is interactive.  All employees are then required to complete mandatory safe and legal training via an online business platform which is self-led, instore.  After completion, the new employee will have a buddy system to work alongside a more experienced member of staff and continue to have specific departmental training which is also heavily web based. Having the on-the-job training allows the coachee to ask questions and have a contribution. 
New employees have twelve weeks to complete the necessary training for a specific department and is allowed the time off a customer-based setting to complete in a quiet self-led area.  
In recent times during the pandemic, all inductions have been transitioned to online web-based video links and all company online learning has been conducted in a home environment.  Face-to-face department training continues.  The training has been updated to a more in-depth measure to enable the employee to gain a better understanding. 
Succession/Talent planning is led through performance reviews with a Line Manager.  The employee is given the opportunity to have a two-way communication around development within the organisation.  This can lead to a progression programme where the line manager can become a mentor for the individual having regular one-to-one meetings with a structured framework.  This gives the coachee and the coach the opportunity to explore any gaps and put a plan in place to address.  The individual is required to reach a certain standard before any further progression.  The aim of the coaching and mentoring sessions is to provide the individual with the expertise for future positions.
Morrisons is passionate about developing talent within the business and has a key focus on progression at all levels.  Succession starts with Customer Assistant to Team Leader, Team Leader to Line Manager, Line Manager to Store Manager and Store Manager to Regional Manager.  Within the business, there are also other ways to progress by taking a role with more responsibility, such as a ‘coach’ role i.e., Group trainer, Home delivery specialist, performance specialist, operations specialist etc.  These such roles can open new opportunities as there is more exposure to different ends of the spectrum within the business. 
I feel that the current training tools provided are very in depth and well equips the learner within the online setting although, the organisation should invest in more face-to-face coaching within the workplace and have a specific budget for each colleague.  At present there is no budget set aside for talent, coaching or mentoring, therefore all development is completed In and ad hoc manner when business allows which can be very sporadic and non-beneficial when rushed.  

Morrisons training/coaching/mentoring approach is predominantly a ‘push’ and directive style and would massively see a return of investment if it invested a little more revenue to incorporate a ‘pull’ style.  Colleagues would feel more valued, committed and less stressed with a decrease in labour turnover. 

Morrisons training meets best practice, however, I feel that the time invested in it is rushed.  Performance reviews held annually are aligned to the organisational goals and incorporate the GROW model, what is your goal? Where are you now? What are your options to help you reach your goal and How will you maintain?  and also, OSCAR model, Outcome, Situation, Choices, Actions and Review. In each of the goals and objectives the stakeholder is at the heart of the behaviour/task needed to enhance the business and the individual. 

When discussing with my Line manager the profession map and my development needs within it, we have identified that the organisation could review the investment which would give the time to implement the effort needed to engage with colleagues. Gaining feedback from colleagues after delivering a session with also help build and grow confidence where there are any training needs.  The line managers would benefit from a training session to refresh the importance of coaching and mentoring, this would benefit myself, the line managers and the organisation. 
These are the two elements of the Profession Map which would benefit the most.  
Employee engagement (CIPD, 2020)
Work to strengthen the connection that all employees have with their work and colleagues and to their organisation so that employees are more fulfilled by their work and make a greater contribution towards organisational objectives; give particular attention to good leadership and management

Learning and Development (CIPD, 2020)
Build individual and organisational capability and knowledge to meet current and strategic requirements and create a learning culture to embed capability development.


Examples of the online material for learning and development for Morrisons. 
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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.

ur sets of ambitions, ways of workingand priorities all connect to this goal, helping us work well as one team.

ur purpose, and this story is why it matters... to our customers, to our colleagues, to our suppliers, to peoplein our communities, and to our shareholders who get a good return as we

icreasingly work this way.
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To be more competitive means helping customers make every penny go further, saving
them money onthe everyday items they want and need. We use our expertiseas food
makers and shopkeepers to ensure that our own brand products offer the best possible
qualityat the best possible price.

Serve our customers better

Welisten to our customers and make changes across the business that are lead by what
theytell us. We are always improving what we offer shoppers, and work hard to make the

right colleagues availablein theright place at theright time.

Find local solutions

Wewant to deliver those solutions that benefit each store’s community: That could be
anything from stocking locally produced food favourites to creating afilter lanein toa
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.

ies for the business, as we rebuild the company by defining and strengthening the brand, we will:

Develop popular and useful services

Ouraimis to offer customers a one-stop-shop and give them more of what they want on
ashopping trip. We continue to refresh what our stores and cafés offer andinstall
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

We continue to simplify and speed up, buildinga culture based on teamwork with aclear
and consistent way of working. We aim to be cost conscious and createa 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, incorporating ideas that have been
suggested by customers and colleagues. Our ‘Fresh Lok’ is helpingimprove 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

aretruly valued by customers.
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‘We have five ways of working:

Customers first

Teamwork

Freedom in the
framework

Seling controting
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Lstening &
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Listening and Selling,
responding controlling
costs, growing
profits,
removing
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and four sets of ambitions for our Customers, People, Suppliers and Shareholders:

Customers

We want to make it
easy and enjoyable,

so that Morrisons is a
place they like to shop.
We want customers to
see that we're food-makers :
and know that we're food experts. :

Colleagues < §

We want you to feel
that Morrisons is a
place you want to work.
One that offers a fair ‘
day's pay for a fair day's

work, and we've started this by raising
the rate of pay for hourly-paid colleagues. ~ *

Suppliers

We want suppliers

to trust us to do
what we say

we will. We want

to work with them

to give our customers
what they want.

Shareholders

They put their trust
us by investing

in our company.
That’s why we need
to grow, recover our
position and build a stronger,
sustainable business.
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You'vegot talent. Everyone does! Thetrickis findingand nurturingit. If you want to grow and develop
yourtalent, skills and experience then we can help you. In fact, wewant to provide every colleague with
the opportunity to succeed in their role and career with us. It's one of our main peopleambitions here at

Morrisons.

Atleast once a year, everyone has a conversation about their performance; no matter what role you have
inthe company. Our business is constantly evolving, so making sure that you understand what you need
to doand how well you're doingit, as well as telling us what help and support you might need to beat

your best more of thetime, is what contributes to your overall performance. Andif you're performing at

your best, that contributes to the overall performance of our team. Everyone wins!

Inadditiontothis, you'll also havea separate conversation with your line manager each year that's all
about your career with Morrisons. Your career planis personal toyou, and progress doesn't always have
to mean promotion — you may want to pick up new skills in your current role or exploreworkingin

another team to develop new skills and experience. Well workwith you to do theright thing for youand

forthe business.

Whatever you're aiming for, we want to ensure you'reable to make the most of the opportunities
available. We have anumber of career paths to progress and develop within, various training and
development programmes and learning activities that are relevant to what you doin your job, and how
youdoit. Ontop of this, we provideapprenticeships in many of our craft areas, whether it's for butchers,

bakers, fishmongers or fruit & veg.
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At theend of the day, we want to create an environment where you can beat the top of your game.

Morrisons For moreinformation, speak to your People Manager.

Please click here to open a blank My Career Plan form.

The Ways of Working Toolkit is a collection of tools to help you exploreand bring to life the Ways of Working behaviours.

This guide describes what the Ways of Working behaviours look like for every work level and every role across the business. You can useit

to review the behaviours required of you in your job today or when you are thinking about future opportunities.

Click here or on the My Performance tile on My Morri to find out more!

T

e Ways of Workinge





image3.png
My Career Plan Name

Role
Following on from your Performance plan meeting where you discussed your performance and agreed objectives, it is ;’:"x‘ﬁz
now important to think about your career and the development you need. Dare

My career goals: What | would like to focus on in both the short term and long term. For example | would like to develop in my current role, take on more responsibility,
change store / site or move into a different role or | may be happy in my current role but would like to learn new things.

My short term career goals My long term career goals

My development

The development actions | need to take to succeed in my current role and / or to help me achieve my long term goals (which may include changing roles).

What development What benefit will this have What support do you need to make it happen | Date of completion

My considerations
Do | have the desire to move into other role in the short or long term? What do | need to think about when working towards achieving my goals, for example locations | am willing
to work, flexibility in my working hours?
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My Potential

My potential is all about my al

or a completely new role. This new role could be more senior or it could be at the same work level.

ity and desire to further develop, progress and grow by taking more responsibility. Whether that’s a similar role in another part of the business

If | have the desire to take on more responsibility it is important | think about my potential to do this. My potential is defined by my thinking, impact and dedication. If it helps,
the grid below can be used to help guide the conversation with my manager.

Rarely

Sometimes

Most times

I'spot problems and opportunities early

Thinking Tlook at situations from all angles and come up with ideas and solutions
I'think outside the box to find solutions
I know my strengths and weaknesses and I'm keen to learn

Impact Twork well with others to simplify and speed up the organisation

I change my approach to get the best results from the people | work with

Tam keen and am actively making a difference in Morrisons

Tuse my initiative to make things happen

Tam confident in my abilities and keep going when things are tough or challenging

My overall potential rating

Having discussed my ability and desire to take on more responsibility, it is important to agree a potential rating. | can review this with my manager during the year and update if

there are any changes.

My rating This means Tick the one which
best applies

Well placed 1'am well matched to my current role or | still need more development in my role

Growing I'have the ability and desire to take on a role at the next work level in the future

Accelerating

I have the ability and desire to take on a role at the next work level and beyond (progress two work levels) in the future

New to role

1'am new to role ( up to 6 months) so it may be too early to assess my true potential

How my manager and I are going to follow up on all the above to ensure it happens:
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Training

At Morrisons we're really passicnate about developing our colleagues and giving everyone the opportunity to succeed. Part of beinga manageris
building your own capability and confidence and that of your teams, which starts with great training and coaching, and having a succession plan to ensure >

youhavea constant talent pipeline. o

Well keep this page updated with training slide decks that you can use to upskill and empower your management teams and potential managers

Morrisons

Contract Flexibility Time to Take Note!

B Google Slides

ﬁ Contract Flexibility
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Webinar Training

Informal Resolutions Webinar

»5 for a great meeting

&+ Webinar Slides- Informal R. ..

My Morri Webinar

Wellbeing Webinar

Having caring conversations Mordsor

& Wellbeing Slides V.3.mp4

Reasonable Adjustments Webinar

What do we mean by the terms: Morsor

& reasonable adjustments cut...

Investigations Webinar

What s the purpose of an investigation? Mortior

ot what happenedand
inwha.
Extabicn wy tappaned

& Investigations Webinar FIN...

Diversity, Inclusion & Wellbeing
Webinar

Attendance Management Webinar

Why its important to get it right!

Y .>
Lh‘—np

Morsize

& New Attendance Managem...




