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Leading performance through effective leadership

A Lunch and learn series: 3 sessions

Guidance notes

Method of delivery: face to face





Overview of series
This series is suitable for senior or aspiring leaders within South Wales Police (SWP).
Please be aware that this series consists of three lunch time sessions which will be an initial 55-minute session, a 45-minute session and a final 35-minute session to complete the course. 
We encourage both officers and staff from all departments to attend. The sessions will take place in person at the Police Learning centre (PLC) Bridgend. Please note that individuals should have consent from their SMT to attend. 

Checklist
This checklist should be utilised and marked off as completed. It is recommended that all items within this checklist are completed before every session starts.
	Book meeting room within PLC, Bridgend.
Ensure suitable seating, stationery and technology is in place.

	

	Send out email to attendees for each session, outlining overview of content and any relevant resources for pre-reading. Attach a meeting link for outlook (detailing location and times)
	

	Ensure resources are suitable; PowerPoint is correct for the session, handouts and register is accurate.
	

	Send out email reminder and meeting link to attendees, check responses and if anyone is unable to attend contact anyone on waiting list.
	

	On arrival, attendance complete register to check compliance.
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Slide 1 - Introduction







Slide 2 – 5 minutes 




Introduce learners to the series and discuss the benefits of effective performance management (PM) and the roles and responsibilities line managers have in creating effective and high performing teams.  





Slide 3 – 10 minutes




· This is an opportunity to get to know each other, build trust and psychological safety (Young & Gifford, 2023). 
· Learners are all stranded on a desert island and can only choose three objects to survive. 
· Discuss why individuals chose their objects.




Slide 4 – 3 minutes




· Discuss the questions.
· PM is critical for organisations. It is a multitude of procedures that should be applied in an encompassing way (CIPD, 2025a).
· There are risks if organisations fail to address performance. However, if managed correctly it can increase employee motivation and performance (Cranfield, 2024).
· Effective PM processes can boost morale and improve attraction and retention (McKinsey, 2024).





Slide 5 – 5 minutes
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· Discuss roles and responsibilities listed.
· Line managers are responsible for managing, developing and supporting employees (CIPD, 2023a; Indeed, 2025). 
· Line managers are critical in assessing and recognising performance through setting specific goals, monitoring progress, and providing feedback (CIPD, 2025b).
· Line managers face challenges when implementing PM activities (Hughes, 2024). Question: How can you overcome these?
· Line managers need to engage with their teams and support them (People management, 2022).
· The role of a line manager in supporting and leading their team through effective PM activities cannot be underestimated. 



 




Slide 6 – 5 minutes




· Discuss learners understanding.
· Leadership is the process of understanding individuals’ motives and directing them to achieve shared goals (Quilliam, 2024a).
· Managers are responsible for translating the vision into reality. Both leaders and managers play a role in achieving an organisation’s objectives (Francis, 2024). 
· Leaders and managers have overlapping similarities it is crucial for both to direct and support staff through PM.





Slide 7 – 5 minutes




· Discuss: There are many styles and theories which will impact on how a leader acts and impacts their organisation. 
· Trait theory of leadership looks at an individual's traits and how this matches up with the competencies leaders should have (Lee, 2022).
· Servant, ethical and authentic leadership styles, all have one similarity which is that leaders encourage employee independence to improve performance rather than directing them and leading them in a controlling manor (Choi, 2021).
· Appropriate leadership styles that increase employee engagement and improve performance are key (Mohammad et al., 2025).
· There are many traits and styles that can be drawn upon, leaders need to understand their teams and how best to support them through effective leadership.
· Leadership training programmes are opportunities to enhance and develop individuals’ capabilities (Barends et al., 2023). They can be measured through assessment tools such as the Kirkpatrick assessment tool (Collins, 2001). 









Slide 8 – 2 minutes




· Discuss leadership development programmes at SWP.
· SWP people strategy highlight that the force is committed to creating an environment in which we have the right people, doing the right things in the right way (SWP, 2021a).
· Supportive Leadership and Supervision is a key element of the People priority in our Chief Constable’s Delivery Plan 2021-2025 (SWP, 2021b) and commits us to being “clear about our responsibilities as supervisors and leaders, be equipped with the right skills, supporting and developing our teams with confidence.” (SWP, 2025a).





Slide 9 – 2 minutes




· Ask learners to scan QR code and list their thoughts.




Slide 10 – 3 minutes




Discuss responses




Slide 11 – 5 minutes




· High-performing teams invest time and effort in exploring, shaping and agreeing common goals. These teams have a high level of commitment (Watson & Gallagher, 2005). 
· Tuckman and Jenson (1997) suggested a five-stage approach that teams will follow to develop, building on Tuckman’s (1965) model an additional stage was added to support when a team has met its required objective or task.
· Belbin (1993) outlined nine clearly defined roles which make up a team. Within high performance teams all individuals understood the expectations of each role. 







Slide 12 – 5 minutes




· Discuss characteristics 
· Psychological safety can lead to increased productivity and performance, leadership style can have critical influence on a team’s psychological safety (McKinsey, 2023).
· Understanding the attributes of an effective team is vital so staff can work together successfully (CIPD, 2023b). 
· Trust, clear communication, defined roles and responsibilities, collective goals and engaged leadership are all reflective of high performing teams (Prossack, 2021).
· By having successful teams, SWP can deliver on its objective of keeping South Wales safe, by ensuring an effective service is delivered.








Slide 13 – 5 minutes 




· Ask if learners have any questions on the content covered?
· Encourage self-reflection and what learners will take away as managers from today’s session.
· Confirm there are two further sessions to attend.


Total time: 55 minutes











Lunch and Learn session 2

Slide 1 - Introduction







Slide 2 – 5 minutes




Discuss: This session will look over various performance management (PM) approaches both externally and internally and investigate the benefits of this approach to support with retention and talent management. Finally, it will discuss the benefits of people analytics and how KPIs can support organisational performance.   





Slide 3 – 5 minutes
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· Discuss there are various approaches to monitor and increase employee performance.
· Effective application can support employees to improve their learning and development as well as their engagement and effort, this can improve organisational culture (CIPD, 2025c).
· Discuss the challenges. 
· Well-designed systems and data can support line managers to overcome this (Follows, 2024).







Slide 4 – 5 minutes
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· Employee turnover can negatively impact an organisations performance and that organisations need to understand why employees leave, ‘push and pull’ factors which will impact an employee who may be thinking about leaving their organisation (CIPD, 2025d).
· SWP push factors include excessive workloads and pay as reasons for leaving (SWP, 2025c). 
· Flexible working options are a pull factor. The force has committed to family friendly working practices and a new flexible working portal to assist (SWP, 2024a). 
· The ‘EX’ model focuses on employee experience during their employee journey and making them more positive. With the aim to attract the best talent and motivate them to perform (McKinsey, 2021).
· CIPD (2023d) recommended organisations and managers should engage with their employees and manage any skills gaps to support.








Slide 5 – 3 minutes
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· Discuss options list on slide as a group.
· Motivation and people management are key for employee engagement, high levels of motivation can improve performance and decrease employee turnover (Young, 2024). 







Slide 6 – 5 minutes




· Employees would consider leaving their job if their employer did not offer flexible working (Brown, 2021).
· Organisations need to be flexible, but this will also involve elements of trust if employees are working across various locations. 
· Support from management for flexible working is crucial (Jackson, 2024).
· May 2022 to September 2024, show a 7.5% increase flexible posts and 10% decrease in fixed posts (one location of work) (SWP 2024b). The force recognises the benefit of hybrid working for supporting and retaining staff.
· A work life balance is a challenge specifically for police officers (Duxbury, Bardoel and Halinski 2021).
· Discuss how these barriers can be overcome.





Slide 7 – 3 minutes
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· Discuss benefits as a group discussion





Slide 8 – 5 minutes




· PERFORM – this is a Professional Development Review (PDR) system, which all officers and staff complete their CPD and express their desire to progress, there are two check-ins and one end of year review to ensure support throughout the year, this process isn’t utilised for promotions for police staff. However, it is for officers. Staff have raised this feedback when discussing opportunities to develop and gain promotion (SWP, 2025b). SWP need to review this feedback and look at options to support staff in the same way officers are.
· Appraisals if utilised correctly they can support long-term retention of fully engaged employees (Hoeritzauer, 2024).
· Possible poor performance, and any conversations need to be carefully managed by line managers (Howe, 2023).
· Engaging approaches could increase engagement and expectations of roles (Gallimore, 2021).









Slide 9 – 2 minutes




· Discuss the stages and process of RP.
· SWP look for line managers to identify opportunities to learn lessons and improve, which will contribute to organisational learning and help ensure the delivery of high-quality police service, in line with SWP People Strategy (SWP, 2023). 
· If there is progression this follows the Capability process for performance.
· However, RP can cause confusion for line managers due to there already being a performance improvement process in place for unsatisfactory performance (McDaniel & Malik, 2023). 





Slide 10 – 5 minutes




· Discuss: Performance policy and stages listed on slide, how they support employees to meet the required standard for performance. 
· Within SWP staff and officers the stages shown, but police officers are subject to The Police (Performance) Regulations 2020, so the outcomes of the stages vary. 
· The effectiveness of this process is difficult to measure as these processes are managed locally. 
· There is minimal guidance around the process available, SWP needs to refine this process to ensure it is fit for purpose.
· Effective performance plans can enhance performance, culture, motivation, and team performance (Davey, 2024).





Slide 11 – 5 minutes




· Discuss learners understanding of people analytics. 
· SWP HR analysts compile Key Performance Indicators (KPIs) which are provided to senior leaders to identify any trends or concerns within the force.
· Discuss data on slide, why could this be different for police officers and staff?





Slide 12 - 2 minutes




· Ask if learners have any questions on the content covered?
· Confirm there is one further session to attend.

Total time: 45 minutes


Lunch and Learn session 3

Slide 1 - Introduction




Slide 2 – 5 minutes




This session is designed to introduce learners to Coaching and Mentoring, the benefits of these approaches to both individuals and the organisation. Identify opportunities in SWP and highlight models to support implementation of coaching.  





Slide 3 – 5 minutes




Group discussion to start.
· CIPD (2023a) learning at work report highlighted that coaching and mentoring are a key priority. 
· Within SWP there is a coaching and mentoring scheme, with the aim to accelerate professional development, enhance performance, encourage consistency of practice and promote a culture where staff are supported in their career (SWP, 2021c). 






Slide 4 – 5 minutes




Notes: group discussion around mentoring definition and meaning.





Slide 5 – 5 minutes




· Play video from YouTube outlining differences – discuss in group.





Slide 6 – 5 minutes
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· Mentoring can translate to showing someone what to do and how to do it. 
· Coaching emphasises showing someone why they should do something. It inspires them to take matters into their own hands to make a difference (Lowisz, 2019).





Slide 7 – 2 minutes




· Coaching and mentoring programmes are a key initiative to develop leadership skills and promote personal development, which can increase organisational performance. However, there are barriers, such as the culture of an organisation (Newell, 2024).
· SWP needs to build on the coaching and mentoring programmes in place and bring a learning culture to the force.





Slide 8 – 5 minutes




The GROW model looks at problem-solving and goal setting to help individuals achieve their desired results. 
The four stages are:
· G - goals should be SMART (specific, measurable, achievable, and timely) and be challenging. 
· R - Assess where the individual is.
· O - Identify different opportunities and resources to assist.
·     W - Outcomes are measured
 (Forbes, 2022).
· This model was further developed to TGROW (Downey, 2003). The T stands for Topic of discussion (what is the deployment opportunity), this then feeds into identifying goals to support.
· However, there can be drawbacks to these models such as suitability for more complex problems (Patary, 2023).






Slide 9 – 3 minutes 




· Ask if learners have any questions on the content covered?
· Confirm this the end of the series, ask learners to scan the QR code and you would welcome feedback for futures sessions.

Total time: 35 minutes
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Stranded! Desert island (Tes, 2021)





Lunch time learning series will have the same attendees throughout, so this is an opportunity to get to know each other, share opinions and work together.

Explain to the group that they are all stranded on a desert island and can only choose three of the following objects to survive. 

Discuss why individuals chose their objects.
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What does performance management 

mean to you?

What are the benefits?

Why is it important?
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What is performance management?



What does performance management 

mean to you?





What are the benefits?





Why is it important?























Discuss the questions raised on the slide.

People are the biggest contributors to an organisations value and that managing their performance is critical for organisations. It is a multitude of procedures that should be applied in an encompassing way (CIPD, 2025a).

Performance management is crucial. There are risks if organisations fail to address performance. However, if manged correctly it can foster increased employee motivation and performance (Cranfield, 2024).

Effective performance management processes included elements such as goal setting, performance reviews, ongoing development and rewards can boost morale and improve attraction and retention (McKinsey, 2024).
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Leader or line manager?



What do you think are the differences between a leader and a line manager?

















Body Text









Discuss learners understanding?

Leadership is the process of understanding individuals’ motives and directing them to achieve shared goals. Leaders outline a vision and inspires others to achieve it (Quilliam, 2024a).

Managers are responsible for translating the vision into reality by guiding their team actions and behaviours. Both leaders and managers play a role in achieving an organisation’s objectives (Francis, 2024). 

Whilst its recognised leaders and managers have overlapping similarities it is crucial for both to direct and support staff through performance management.
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Common Leadership styles (Larios, 2024)
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Leadership styles





Common Leadership styles (Larios, 2024)





Discuss: There are many styles and theories which will impact on how a leader acts and impacts their organisation. 

Trait theory of leadership looks at an individual's traits and how this matches up with the competencies leaders should have (Lee, 2022).

Servant, ethical and authentic leadership styles, all have one similarity which is that leaders encourage employee independence to improve performance rather than directing them and leading them in a controlling manor (Choi, 2021).

Appropriate leadership styles that increase employee engagement and improve performance are key (Mohammad et al., 2025).

There are many traits and styles that can be drawn upon, leaders need to understand their teams and how best to support them through effective leadership.

Leadership training programmes are opportunities to enhance and develop individuals’ capabilities (Barends et al., 2023). They can be measured through assessment tools such as the Kirkpatrick assessment tool (Collins, 2001). 
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SWP people strategy 

(SWP, 2021b) 
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South Wales Police – Development programmes













 







SWP people strategy 

(SWP, 2021b) 





Discuss the range of leadership development programmes at SWP.

As part of the SWP people strategy it is highlighted that the force is committed to creating an environment in which we have the right people, doing the right things in the right way (SWP, 2021a). This starts with clear leadership. 

Supportive Leadership and Supervision is a key element of the People priority in our Chief Constable’s Delivery Plan 2021-2025 (SWP, 2021b) and commits us to being “clear about our responsibilities as supervisors and leaders, be equipped with the right skills, supporting and developing our teams with confidence.” (SWP, 2025a).
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Creating high performing teams









What does a high-performing team look like? 



















Ask learners to scan QR code and list their thoughts.
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Creating high performing teams









                                             Word Cloud to appear here with slide responses















Discuss responses
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What does a high performing team look like?

Tuckman team 

development model

(Smart, 2021)

Belbin's team roles

(Erhan, 2018)
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What does a high performing team look like?





Tuckman team development model

(Smart, 2021)



Belbin's team roles

(Erhan, 2018)





High-performing teams invest time and effort in exploring, shaping and agreeing common goals. These teams have a high level of commitment to develop and succeed (Watson & Gallagher, 2005). 

Models to support high-performing teams have often been utilised. Tuckman and Jenson (1997) suggested a five-stage approach that teams will follow to develop, building on Tuckman’s (1965) model an additional stage was added to support when a team has met its required objective or task.

Belbin (1993) outlined nine clearly defined roles which make up a team. Within high performance teams all individuals understood the expectations of each role. 

Good culture and organisational structure with fewer layers allows for better decision making and performance (McKinsey, 2021a). By reducing layers and barriers individuals will feel more valued and support the team’s performance. 
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Characteristics of a high performing team

Key factors which influence team performance

(CIPD, 2023b)
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Characteristics of a high performing team



Key factors which influence team performance























(CIPD, 2023b)





Discuss characteristics 

Psychological safety within work can lead to increased productivity and performance, leadership style can have critical influence on a team’s psychological safety, these behaviours also encourage team members to support each other (McKinsey, 2023).

Understanding the attributes of an effective team is vital when creating an environment in which staff can work together successfully (CIPD, 2023b). 

Trust, clear communication, defined roles and responsibilities, collective goals and engaged leadership are all reflective of high performing teams (Prossack, 2021).

By having successful teams, SWP can deliver on its objective of keeping South Wales safe, by ensuring an effective service is delivered.
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Questions?





















Ask if learners have any questions on the content covered today?

Encourage self reflection and what learners will take away as managers from todays session.

Confirm there are two further sessions to attend.
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Lunch and Learn:

Leading Performance through 

effective leadership

Session two: Performance management approaches internally/ 

externally and how people analytics can support performance  
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Session two: Performance management approaches internally/ externally and how people analytics can support performance  
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Learning plan & overview of session

Subtitle

Body Text

Objectives Learning outcomes



Analyse different performance management approaches



How performance management supports retention and talent management



Understand performance management 

approaches and how this supports SWP delivery 

plan.



Discuss performance management opportunities in SWP.



Understand current options within SWP for line 

managers to facilitate performance management



Understand SWP approach to data collection and how this supports 

performance



How people analytics support individual and 

organisational performance 
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Learning plan & overview of session





Subtitle



Body Text

		Learning outcomes		Objectives

		Understand performance management approaches and how this supports SWP delivery plan.		Analyse different performance management approaches
How performance management supports retention and talent management
 

		Understand current options within SWP for line managers to facilitate performance management		Discuss performance management opportunities in SWP.

		How people analytics support individual and organisational performance 		Understand SWP approach to data collection and how this supports performance







Discuss: This session will look over various performance management approaches both externally and internally within SWP. It will further investigate the benefits of this approach to support with retention and talent management. Finally, it will discuss the benefits of people analytics and how KPIs can support organisational performance.   
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Flexible working 

SWP has a ‘Smart working’ policy, detailing how staff can 

work agilely, the aim is to assist staff balancing their personal 

and professional lives (SWP 2022).

Flexible working as a key advantage for organisations when 

attracting and retain talent (Copeland, 2023).


Microsoft_PowerPoint_Slide14.sldx


Flexible working 





SWP has a ‘Smart working’ policy, detailing how staff can work agilely, the aim is to assist staff balancing their personal and professional lives (SWP 2022).

Flexible working as a key advantage for organisations when attracting and retain talent (Copeland, 2023).





Data shows employees would considering leaving their job if their employer did not offer flexible working (Brown, 2021).

Organisations need to be flexible and respond to employees to foster trust and improve performance, but this will also involve elements of trust if employees are working across various locations. 

Support from management for flexible working is crucial, discussing setting clear objectives and trust are key (Jackson, 2024).

Between May 2022 to September 2024, there was a 7.5% increase in posts which are deemed flexible and 10% decrease in fixed posts (one location of work) (SWP 2024). The force recognises the benefit of hybrid working for supporting and retaining staff.
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SWP approach to performance management 

SWP approaches to manage and support performance:



PERFORM



Reflective Practice



360-degree feedback



Coaching and mentoring



PPR/ Capability – Performance

Benefits of performance appraisals 

(Guedelha, 2018)
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SWP approach to performance management 

SWP approaches to manage and support performance:

PERFORM

Reflective Practice

360-degree feedback

Coaching and mentoring

PPR/ Capability – Performance



Benefits of performance appraisals 

(Guedelha, 2018)





Discuss: PERFORM – this is a Professional Development Review (PDR) system, which all officers and staff complete their CPD and express their desire to     progress, there are two check-ins and one end of year review to ensure support throughout the year, this process isn’t utilised for promotions for police staff.  However, it is for officers. Staff have raised this feedback during the chief constable roadshow when discuss opportunities for staff to develop and gain  promotion (SWP, 2025b). SWP need to review this feedback and look at options to support staff in the same way officers are.

Appraisals are an opportunity to review an employee’s performance and future development. If utilised correctly they can support long-term retention of fully engaged employees (Hoeritzauer, 2024).

Mismanagement can lead to demotivation. Possible poor performance, and any conversations need to be carefully managed and supported by line managers (Howe, 2023)

Frequent check ins, real-time feedback and goals, are a more engaging approach which could increase engagement and expectations of roles (Gallimore, 2021).
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Reflective practice

(SWP, 2023)

Reflective Practice (RP) is intended to promote accountability, 

responsibility and professionalism.
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Reflective practice



(SWP, 2023)

Reflective Practice (RP) is intended to promote accountability, responsibility and professionalism.





Discuss the stages and process of RP.

SWP wants to promote an environment which encourages a learning and reflective culture. The organisations look for line managers to identify opportunities to learn lessons and improve, which will contribute to organisational learning and help ensure the delivery of high-quality police service for the communities, in line with SWP People Strategy (SWP, 2023). 

Depending on the situation there maybe a further review or monitoring. If there is progression this follows the Capability process for performance.

However, this process can often cause confusion for line managers due to there already being a performance improvement process in place for unsatisfactory performance (McDaniel & Malik, 2023). 
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Capability - Performance





Capability stages for performance





Discuss: all officers and staff are subject to a performance policy in which they need to meet the required standard for performance or be subject to capability plans. 

Within SWP staff and officers the stages shown, but police officers are subject to The Police (Performance) Regulations 2020 so the outcomes of the stages vary. 

The effectiveness of this process is difficult to measure as these processes are managed locally and don’t go to human resources for logging. 

There is minimal guidance around the process available on the intranet, SWP needs to refine this process to ensure it is fit for purpose.

Effective performance improvement plans (PIPs) can support individuals. The benefits include enhanced performance, culture, motivation, and team performance (Davey, 2024).
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People analytics 

HR systems and analytics can enable line managers to make evidence-based decisions 

to support organisational performance (McCartney & Fu, 2022). 

Analysing data about people can resolve organisational concerns. This can provide 

insights to improve morale, engagement, performance and retention. (CIPD, 2025e; 

Kubicek, 2022).

Police staff leavers 2021-2025 (SWP, 2025c)

Police officer leavers 2021- 2025 (SWP, 2025c)
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People analytics 

HR systems and analytics can enable line managers to make evidence-based decisions to support organisational performance (McCartney & Fu, 2022). 



Analysing data about people can resolve organisational concerns. This can provide insights to improve morale, engagement, performance and retention. (CIPD, 2025e; Kubicek, 2022).





Police staff leavers 2021-2025 (SWP, 2025c)



Police officer leavers 2021- 2025 (SWP, 2025c)





Discuss learners understanding of people analytics. 

SWP has HR analysts who compile Key Performance Indicators (KPIs) which are provided to senior leaders which look to identify any trends or concerns within the force. Within the pack it looks at numbers of officers and staff leaving the force, reasons why and if exit interviews have been conducted as part of extracting any meaningful data as part of the exit process.

Discuss data on slide, why this could be different for police officers and staff?

If organisations embrace and utilise people analytics this can support its performance outcomes, this is something SWP can further build on to improve the service provided to the communities of SWP. 
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Questions?







Ask if learners have any questions on the content covered today?

Encourage self reflection.

Confirm there is one further session to attend.
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Lunch and Learn:

Leading Performance through 

effective leadership

Session three: Coaching and Mentoring, benefits and models to support 

coaching
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Session three: Coaching and Mentoring, benefits and models to support coaching
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Learning plan and Overview of session

Objectives Learning outcomes



Define what coaching and mentoring is.



Differences and similarities between coaching and mentoring



How it assists with improving performance



Understanding of coaching and 

mentoring and how it supports 

performance



Assess and understand coaching models and how they can 

support facilitation



Coaching models 
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Learning plan and Overview of session

		Learning outcomes		Objectives

		Understanding of coaching and mentoring and how it supports performance		Define what coaching and mentoring is.
Differences and similarities between coaching and mentoring
How it assists with improving performance

		Coaching models 		Assess and understand coaching models and how they can support facilitation







This session is designed to introduce learners to Coaching and Mentoring, the benefits of these approaches to both individuals and the organisation. Identify opportunities in SWP and highlight models to support implementation of coaching.  
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What is coaching?

What does coaching mean to you?

(Andreatta, 2022)

Coaching aims to improve performance 

and meet objectives or goals. It is a formal 

process and usually for a defined period 

(Hayden, 2024).
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What is coaching?



What does coaching mean to you?

(Andreatta, 2022)

Coaching aims to improve performance and meet objectives or goals. It is a formal process and usually for a defined period (Hayden, 2024).





Group discussion to start.

CIPD (2023a) learning at work report highlighted that coaching and mentoring are a key priority. 

Within SWP there is a coaching and mentoring scheme in place, with the aim to accelerate professional development and enhance performance. SWP recognises the value of coaching and mentoring to support new and existing staff, those undertaking learning programmes and career development or those with specific goals. The programme aims to encourage consistency of practice and promote a culture where staff are supported in their career (SWP, 2021c). 
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What is mentoring?

(Andreatta, 2022)

What does mentoring mean to you?

Mentoring is an informal, effective and low-cost approach 

which develops a learning culture which supports shared 

learning. During mentoring employees learn from the skills, 

experience and knowledge of more senior employees in their 

organisation (Baker, 2024).
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What is mentoring?



(Andreatta, 2022)

What does mentoring mean to you?

Mentoring is an informal, effective and low-cost approach which develops a learning culture which supports shared learning. During mentoring employees learn from the skills, experience and knowledge of more senior employees in their organisation (Baker, 2024).





Notes: group discussion around mentoring definition and meaning.
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What are the differences and similarities? 
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Lunch and Learn:

Leading Performance through 

effective leadership

Session one: 

Performance management, the role of a line manager and high 

performing teams
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What are the differences and similarities? 







Play video from YouTube outlining differences – discuss in group.
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How does coaching and mentoring 

assist performance?

Coaching and mentoring are personalised learning 

approaches which employees value and if offered can 

increase retention (Reeves, 2023).
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How does coaching and mentoring assist performance?



Coaching and mentoring are personalised learning approaches which employees value and if offered can increase retention (Reeves, 2023).





Coaching and mentoring programmes are a key initiative to develop leadership skills and promote personal development, which can increase organisational performance. However, there are barriers to overcome, such as the culture of an organisation and departmental conflict (Newell, 2024).

SWP needs to build on the coaching and mentoring programmes in place to ensure they are fit for purpose and bring a learning culture to the force.
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Models to support coaching

Grow Model (Coach foundation, 2024)

Effective coaching models help guide sessions, achieve their 

outcomes and tailor the approach (Forbes, 2022).
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Models to support coaching



Grow Model (Coach foundation, 2024)

Effective coaching models help guide sessions, achieve their outcomes and tailor the approach (Forbes, 2022).





The GROW model looks at problem-solving and goal setting to help individuals achieve their desired results. 

The acronym GROW covers four stages of coaching:

G - goals should be SMART (specific, measurable, achievable, and timely) and be challenging. 

R - Assess where the individual is currently in relation to their goals.

O - Identify different opportunities and resources to assist individual.

    W - Outcomes are measured. Initial goal and previous steps are put into action (Forbes, 2022).

This model was further enhanced, and T was added to the acronym and model to become TGROW (Downey, 2003). The T stands for Topic of discussion what is the deployment opportunity, this then feeds into identifying goals to support the chosen topic.  

However, there can be drawbacks to these models such as being too rigid and it may not be suitable for more complex problems (Patary, 2023).
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Questions?









Ask if learners have any questions on the content covered?

Confirm this the end of the series, ask learners to scan the QR code and you would welcome feedback for futures sessions.
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Lunch and Learn:

Leading Performance through effective leadership



Session one: 



Performance management, the role of a line manager and high performing teams
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Learning plan & overview of session

Objectives Learning outcomes



Analyse different views of the benefits of performance management for 

organisations.



Understand why performance management is 

key for organisations.



Discuss your role as a line manager



Being a leader or manager



Leadership styles



Understand skills and responsibilities required 

as a line manager for performance management.



How to foster and create a high performing team.



Models which support and maintaining a high performing team.



Characteristics of a high performing team



Identify how line managers can produce high 

performing teams and the importance of these 

teams. 
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Learning plan & overview of session































		Learning outcomes		Objectives

		Understand why performance management is key for organisations.		Analyse different views of the benefits of performance management for organisations.
 

		Understand skills and responsibilities required as a line manager for performance management.		Discuss your role as a line manager
Being a leader or manager
Leadership styles

		Identify how line managers can produce high performing teams and the importance of these teams. 		How to foster and create a high performing team.
Models which support and maintaining a high performing team.
Characteristics of a high performing team







This first session will introduce learners to the series and discuss the benefits of effective performance management and the roles and responsibilities line managers have in creating effective and high performing team.  
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