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1.1 Investigate the extent to which coaching and mentoring take place within an organisation.
Coaching and Mentoring (C&M) within Tesco is seen as pivotal to improving performance, gaining the best out of its employees, and bettering its competitors. Tesco uses a combination of formal and informal C&M programmes to enhance knowledge, support performance, and career progression using various management approaches (Doc1.1).
Tesco’s most encouraged form of coaching is through managers having informal ‘short and frequent coaching conversations every day’ (Doc1.2), as they believe this is the most effective way to build capability, experience share, and provide support to their teams (Doc1.3). As part of their role managers are required to coach their teams daily, by using 5 informal coaching conversation techniques either by working shoulder-to-shoulder, at the desk or through regular 121 catchups (Doc1.4). CIPD, (2021) suggest managers should be coaching day-to-day through 121s and performance conversations. Goldschmind, (2016) adds managers who regularly coach provide higher job satisfaction, improved productivity levels and higher-performing teams. 

Informal coaching conversations are captured on a ‘Let’s Talk’ form (Doc1.5) and are reviewed at colleagues’ End of Year Reviews (EOYR). EOYR are more formal whereby colleagues are assessed and graded by their manager on their performance throughout the year (Doc1.6). 
If informal coaching is ineffective ‘everyday coaching conversations’ becomes more a formal process known as ‘Supporting Your Performance’ (SYP) (Doc1.7). Colleagues who fail to perform to the required standard enter the formal process whereby the manager will monitor their performance and progress by agreeing simple, clear, and achievable objectives (Doc1.8). Colleagues on SYP will be buddied up with performing colleagues and receive regular 121 coaching until performance improves (Doc1.9).
Within Tesco, mentoring is available to all colleagues and is strongly recommended if wanting to progress with their career. Tesco has an online mentoring portal listing all mentors from across the business (Doc1.10), detailing their skills and experience so employees can find the right person to support their career path the best (Doc1.11). 
Tesco also offers its colleagues of all levels the ‘Options Programme’ which uses a mix of formal and informal coaching and mentoring techniques to develop knowledge and leadership skills through training courses and on-the-job learning. Colleagues enrolled on the Options Programme are coached and mentored by various leaders and are encouraged to work alongside different stakeholders to further their development (Doc1.12)(Doc1.13).
Since the COVID pandemic, coaching workshops and mentoring sessions are now delivered via virtual platforms such as Microsoft Teams as opposed to face-to-face learning. Tesco offers its managers a ‘Exploring Coaching Conversations’ workshop delivered by an L&D partner (Doc1.14). This allows managers to upskill their knowledge and confidence in being an effective coach when it suits them, however this isn’t mandatory so skill-levels can vary.
Even though Tesco encourages coaching and mentoring to all colleagues, policy doesn’t always reflect best practice in every area of the business. Stores will use coaching techniques daily and is widely welcomed, however mentoring isn’t a common trend. In Head Office, mentoring is more common than coaching as there tends to be better career progression and job opportunities. However, in Distribution, even though coaching and mentoring is still expected of managers, neither tends to be used as Distribution Centres are focused heavily on the operation rather than leadership, growth, and values. 
Personally, as coaching forms part of my role description (Doc1.15), I try to provide feedback and have regular coaching conversations, however due to the nature of my role and structure of the business it isn’t always possible to spend quality time and have supportive conversations. Also, due to the pandemic, coaching everyday conversations have no longer been a key priority within the business, as the focus had changed to operational needs rather than training and performance requirements. 
1.2 Evaluate how current coaching and mentoring activities supports the achievement of individual, team, and organisational objectives.
Tesco focuses on creating a culture of trust and respect and looking after its colleagues (Doc1.16), which they believe in turn contributes to the success of the organisation. They believe that when colleagues feel recognised, supported, and rewarded by their manager and have the guidance in developing their career they will in turn try harder for customers, perform better and achieve their objectives. Brent and Dent (2015) agrees that coaching and mentoring programmes are most successful when built on a culture of trust and respect. 
From personal experiences, when I have received regular coaching from my manager, I have felt more valued, inspired, and motivated to perform better. However, I have also witnessed lack of coaching in some areas of the business and the impact this has on the morale, and skill-levels. I would argue that even though the aim of coaching policies are great, they aren’t always reflected in practice and this is often down to managers not having the time or skill to provide effective coaching conversations. Shepherd, (2019) supports this argument as he describes in his research many managers stated they are over-stretched and struggle to find time to offer effective coaching.
One of Tesco’s values is centred around treating people how they want to be treated, which includes working in a team to share knowledge and expertise (Doc1.17). As part of the company’s People Mission, recognising colleague contribution and reviewing what coaching and upskilling is needed remains a key priority to achieving the People Strategy. This includes reviewing management training to ensure confident, regular, and effective coaching conversations take place through ‘Everyday conversations’ and Supporting Your Performance (Doc1.18). 
Clutterbuck, (2014) suggests all organisations need coaching and mentoring programmes to motivate and develop colleagues’ potential. This highlights the importance of coaching colleagues within their role and supporting their career development has an impact on organisational success. If colleagues are not coached or mentored, performance and commitment levels can hinder the achievement of individual, team, or overall objectives. Ryba, (2013) suggests when all objectives are aligned, employees are all on the same page, working towards a team goal and get a better sense of how their performance contributes to overall organisational success. 

1.3 Assess factors in the organisation including other learning strategies which could impact on the further development of coaching and mentoring
Due to slimmer L & D structures (Doc1.19), Tesco currently provides all its’s coaching to managers virtually through online workshops or e-learning modules (Doc1.20). Whilst this allows access to training and upskilling courses when it suits them, it takes away the personal interaction and seeking understanding and group sharing exercises. This can result in lack of confidence or clarity in dealing with best practice. 
Due to coaching and training done via e-learning modules, it is no longer mandatory for managers to complete upskilling or refresher sessions, resulting in skill-levels varying and in turn effects the consistency of coaching carried out. Harrell and Barbato, (2018) argues the importance of managers receiving regular coaching and upskilling can have on their teams and performance.  
Tesco are continuously reviewing their management structure and making changes where necessary, whilst this is great for cost-saving it has meant an increase in workload for managers and having less time to dedicate to their colleagues and providing clear, thoughtful, and inspiring coaching conversations.   
Leaner structures and redundancies have also meant a loss of knowledgeable and highly experienced colleagues within the business which would have previously made excellent role models and mentors, thus making it harder for colleagues to find the right person to support them through their career plan. Also, Tesco’s approach to mentoring shows there are no formal mentoring training for existing colleagues wanting to become a mentor, instead they only have access to online mentoring modules which again can affect the confidence and effectiveness of transferring knowledges and skills (Doc1.21).  
The pandemic has also meant more senior colleagues are now working remotely and any mentoring sessions are now completed via Microsoft Teams. This has affected having real interactions and will continue to impact getting to know one another and building genuine and effective relationships. 
1.4 Make recommendations for how coaching and mentoring can be developed to benefit the organisation 
To improve coaching and mentoring within the business, upskilling and coaching workshops should be made mandatory that managers must attend a workshop on a regular basis to improve their coaching skills and know how to get the best of their teams. Regular coaching training for managers will provide them with the confidence and effectiveness in motivating and connecting with their team and staying focussed on their goals (Chinn, 2018). 
Currently within Tesco, all managers of all levels are expected to have a working PDP; Tesco could suggest all managers must have a mentor regardless if they want to develop their career further or not. Welch, (2019) argues having only 1 mentor throughout a career can be dangerous as bad habits can be mimicked, and so everyone should have the option to an array of different mentors.
Informal coaching conversations are expected to take place regularly with 1 formal end of year review. However, remote working colleagues or colleagues who do not see their manager often (such as Store Managers) have less opportunity for regular and effective coaching and development conversations. One way to overcome this would be to have quarterly formal ‘touch-points’ whereby remote line managers meet with their colleagues individually and spend time providing on-the-job coaching and identifying any skill-gaps and further support their team may need. Research shows regular coaching conversations increase employee productivity and performance, in turn benefitting the business (Harvard, 2018). 
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Doc 1.5 – Let’s Talk Form
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Doc 1.7 – Supporting your Performance Process
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Doc 1.8 – Agreeing SMART objectives 
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Doc 1.10 - Mentoring Tesco Portal
[image: Graphical user interface, application

Description automatically generated]






Doc 1.11 Mentor Profile
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Doc 1.13 Options Programme – development
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Doc 1.14 – Exploring Coaching Conversations Workshop
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Doc 1.15 Manager Role Pack 
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2.1 and 2.2 Promoting and contributing coaching and mentoring within the organisation
After reviewing Tesco’s approach to coaching and mentoring it was clear the lack of information available. I designed a poster specifically aimed at coaches and mentors highlighting the benefits C&M can have on colleagues, the business and themselves (Doc2.1). 
I sent this poster to my local Learning and Support Trainer (Doc2.2) describing the importance C&M has to all stakeholders and how we need to promote and encourage mentoring to attract more experienced colleagues to step forward and join the Mentoring portal. Welch, (2019) believes everyone should have a mentor as this encourages individuals to emulate the strengths and successes they see from their mentor. 
Within the emails, we discussed on ways we can promote C&M within our local cluster stores as changing corporate ways of working would be trickier and would require more senior input (Doc2.3). As I am on maternity leave, I suggested ideas we could implement straight away which wouldn’t have any additional costs on the business but would still provide managers and colleagues with the skills, knowledge, and confidence to have effective coaching conversations. However, when I am back in the business I will take a more active role in promoting and implementing new coaching and mentoring methods. 
Ideas I suggested included (Doc2.4): 
· Provide mandatory C&M workshops, face to face or virtually to all managers 
· A coaching buddy system where managers buddy one another and provide on-the-job coaching, offering their suggestions and experience to coach and mentor one another
· Managers to have a mentor – having someone for guidance, experience and support who isn’t their manager 
· Offer more reward/appraisal and feedback rather than ‘what you can do better’ conversations so colleagues feel more motivated and appreciated for what they do. Providing employees with positive feedback keeps them engaged and motivated, increasing job satisfaction (Gasperini, 2013).
2.3 Identify the skills, knowledge and behaviours needed by coach/mentors and support the development of these roles
I created a PowerPoint to help raise awareness and promote C&M to coaches/mentors, as well as the skills and knowledge required and what benefits C&M can bring when implemented correctly (Doc2.5). 
To support my peers in understanding the difference between C&M, I described the key points that were fundamental to each approach, such as how coaching is non-directive encouraging learning as appose to teaching. Whereas mentoring adopts a directive approach through the transfer of skills and knowledge from the mentor to the mentee by experience-sharing (CIPD, 2021). 
I also detailed the basics to each approach, such as how coaching is a formal short-term process with structured agenda’s built by the manager to improve performance, while mentoring is an unformal longer-term process aimed to improve career/ development (doc2.6). However, what remains important for both approaches to add value is building a genuine rapport with colleagues (Starr, 2016). 
Within the Presentation, I highlighted the benefits C&M can bring (doc2.7) and different ways C&M can be delivered (doc2.8)(doc2.9). Clutterbuck, (2014) suggests different mentoring models offer a number of flexibilities and options to assist mentors to aid in personal development and reflection. 
I included two common coaching models; the GROW model and CLEAR model (doc2.10) describing the fundamentals both bring in delivering effective coaching relationships.
Identifying the key skills needed by a good coach/mentor was important (doc2.11). Both approaches require good listening and questioning skills, as this shows the coachee/mentee you’re understanding what’s important to them and builds empathy and trust, which is key to the success of C&M outcomes (Clutterbuck, Megginson, and Bajer, 2016). 
Good communication skills and providing corrective feedback is also crucial to both approaches as it’s important to highlight mistakes or ways in which they can perform better in handling situations in order for them to grow.
To finalise the presentation, I listed the current C&M programmes Tesco currently offer it’s colleagues and how coaches/mentors should familiarise themselves with what’s available (doc2.12), such as the Online Mentoring Portal, Options process for developing managers, End of Year Reviews and Everyday Coaching Conversations (doc1.1,1.6,1.10,1.12).
2.4 Assist potential coachees/ mentees to understand and participate fully in coaching/mentoring programmes.
For coaching relationships to thrive, both the coach and coachee must be fully committed to the programme. Understanding what to expect from a coach can encourage coachee’s/mentees to feel more relaxed, committed, and willing to fully participate. 
After speaking to a colleague who I coached from a customer assistant to manager role, she described what motivated her to work harder and what she’d suggest doing differently. From this I designed a briefing document for coachee’s outlining the key commitments they should expect from their coach (doc2.13). 
· Regular check-in’s (informal fortnightly catch-ups & formal quarterly reviews) – regular coaching conversations increase employee productivity and aligns employee performance (Anon, 2018)
· Quality 121 time together without distractions 
· On-the-job coaching and problem-solving 
· Regular communication and updates 
· SMART Objectives agreed together and reviewed & updated often 
· Honest and actionable feedback - Providing clear and meaningful feedback is crucial to a coachee as it helps them to understand the improvements they need to work on and motivates them to do so (Indeed, 2021). 
· Motivational and encouraging conversations 
· Performance reviews and personal development plan 
· Confidentiality
Coaches and mentors can also encourage their colleagues to be fully engaged in the mentoring programme by initiating conversations regarding their progress and development, and continually reviewing and updating their objectives. 
By taking the time to incorporate these key points into a coaching/mentoringship will encourage the colleague to feel supported, motivated and productive throughout the programme (iMentor, n.d). 
2.5 Support the on-going evaluation and continuous improvement of the organisation’s coaching/mentoring programmes.
To support the on-going evaluation of current coaching and mentoring programmes Tesco offer, I designed a short survey and sent to a number of colleagues in managerial roles (doc2.14). 
The results of the surveys show:
· Ratings of current coaching and mentoring programmes were scored between 4 – 8 (doc2.15) highlighting the difference in views colleagues have on current programmes. 
· From these ratings, feedback suggested whilst the current Supporting Your Performance policy is beneficial to improving performance, it is also perceived as a ‘formal’ ‘negative tool’ in ‘managing’ as opposed to ‘coaching, training, achieving personal objectives’ and often used as a ‘last resort’ (doc2.16)
· 83% of respondents had received coaching training as part of their job (doc2.17) which was delivered through ‘Options process’ at the start of their role (doc2.18). 
· 83% also stated they had not received any formal refresh training (doc2.19) however, e-learning modules are available to complete when suitable (doc2.18). 
· 50% had been a mentor (doc2.20) however, nobody had received training on how to be a mentor (doc2.21)
· When asked how programmes could be improved, comments suggested (doc2.22):
· More structured mentoring programmes and training needed for managers to become great mentors
· Regular and better training and support needed by line managers on best techniques/ways to coach
· Refresh training to be made mandatory and delivered face to face not just through online workshops/e-learning modules
· Mandatory for senior managers to have a mentor/ and to be a mentor
Interestingly, from the survey no respondents mentioned ‘Everyday Coaching Conversations’ as a current coaching programme which policy states is the main part of a managers role. This indicates the lack of knowledge and confidence managers have in providing everyday coaching conversations, instead resort to ‘Supporting Your Performance’ as a more formal process. As line managers play an important role in delivering coaching and mentoring programmes, it is vital they receive the support, skills, and training necessary to becoming a great manager and coaching their teams accordingly (CIPD, 2020). 
Reflection
On reflection, throughout this assignment I believe I have critically analysed Tesco’s policies towards coaching and mentoring and identified areas in which the programmes can be improved going forward. 
From my findings it’s evident there is a real need for managers to receive better, more frequent coaching and refresh training to support their teams better. Currently managers feel they do not have the confidence, support or time to follow set policies and effectively coach. 
There is also a key issue around Mentoring within Tesco, as there is currently a lack of training, knowledge or promotion around mentoring. Providing mentoring training would encourage managers to share their knowledge and expertise with other colleagues and support internal career progression and performance.
I believe I have made use of resources available to me such as work policies, emailing colleagues and surveys even though this had been challenging whilst being on maternity leave. However, if I were to do this again, I would like to go further in my research and hold meetings, experience a coaching and mentoring session and gather feedback on my work from my colleagues.

























Evidence LO2
Doc 2.1 – Benefits Coaching & Mentoring Poster
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Doc 2.2 Emails with Learning & Support Trainer
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Doc 2.3 Emails with Learning & Support Trainer
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Doc 2.4 Emails with Learning & Support Trainer
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Doc 2.5 Coaching & Mentoring presentation
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Doc 2.6 Coaching and Mentoring presentation[image: Diagram
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Doc 2.7 Coaching and Mentoring presentation – benefits of coaching slide 
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Doc 2.9 Coaching and Mentoring presentation – Coaching techniques
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Doc 2.10 Coaching and Mentoring presentation  - Coaching models[image: Graphical user interface, text, application, email

Description automatically generated]
[image: Graphical user interface, text, application, email

Description automatically generated]
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Doc 2.12 Coaching and Mentoring presentation – Tesco’s current coaching & mentoring programmes
[image: Graphical user interface, text, application, email, website

Description automatically generated]






Doc 2.13 Coaching and Mentoring presentation – What to expect from your coach briefing document
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Doc 2.15 Survey – rate current C&M programmes
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Doc 2.16 Survey – reasons for rating scored
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Doc 2.17 Survey - results
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Doc 2.18 Survey - results
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Doc 2.19 Survey - results
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Doc 2.20 Survey - results
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Let’s Talk.

(an informal conversation)
Coteague

What we talked about..

Our actions or agreed outcomes...

Do we need to catch up again?
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3. Measuring performance throughout the year

End of year review

Your end of year review is a chance to reflect on your performance
over the year. You will be given a performance rating that describes
your individual contribution for the year based on ‘what’ you achieved
and ‘how’ you achievedit.





image7.png
6. Formal performance investigation

Purpose: investigate the reasons for poor performance, establish why the
colleague’s performance hasn't improved to a ‘met level and decide if the
colleague should be invited to a formal performance review hearing.
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3. Action Planning Meeting

Purpose: you and the colleague to agree SMART actions,
time frames and any support, o help them move their
‘missed’ performance back to ‘met.
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If, at any time of the year, your performance s regarded as ‘missed” due to your “What” or your ‘How” (or both),
‘your manager will decide on the best approach to take to help you improve. Your manager may use our Supporting
Your Performance process to agree some short term actions which will help you achieve your objectives. We may
also help you with training, coaching, buddying or 360° feedback.
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Welcome to Options.

Options is our internal development programme
for in Retail, Distribution, Customer Fulfilment,
Phone Shop and Pharmacy.

Throughout the Options programme you’ll be coached,
guided and supported by experienced retail leaders. But
you’ll also need the drive, determination and passion to
develop your own career and embrace every opportunity.
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This guide will help you understand what is needed at
each stage of the Options programme. Options will help
give you the development experiences and support you
need to progress your career to the next stage. We would
encourage you to work alongside your Line Manager,
People team, leadership team, mentor and buddy to help
support you throughout the programme.
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Exploring Coaching Conversations

“This 2 hour virtual session provides managers with an introduction to coaching skils.

It develops an understanding of coaching and why it is 5o beneficial to managers, as well as building their
practical ability to coach successfully, exploring how coaching can take place in many situations, because in
fact lots of everyday scenarios are coaching opportunities.

Coaching is 3 great way for managers to grow their teams talent and capabiliy, to support performance
and boost confidence. By taking everyday opportunities to help colleagues reflect and think for
themselves, coaching raises their self-awareness, ensures they feel valued and encourages them to take
ownership.

‘This module is designed to support managers so they can complets the e-learning self-led content at a
time and pace to suit them, whilst also providing an opportunity to follow up and connect with other
managers to reflect on their Iearning and the ways they can use coaching to meke a difference for their
colleagues. This s a virtual connection session which gives a safe opportunity to practice coaching and
provides a platform from which learners can continue to practice and support each other beyond the.

In this session you will
- Explore how coaching fits as part of your role
- Develop the five skilsfor great coaching conversations.

- Understand the GROW model




image15.png
- AR

n ovcountable for deveriugend -uciainingthe tore Change Plan s

g s an i meses, st ndiadctos o mproves e screcrd

AR TS s e e mesur--are ake

ot el o 1507 s e OIS a0 an e

Tt nckeown cultre and enaaing the o2 - s st mays - - 1y oo protect the busine

Tisten tocustomers and aslyzetho Cuctomer Viewnaintrocults A0 ez e e oo voush cngagins et

[T L e r——— R

| caach and insir the storteam to deiver Making Moments atte,deliveringtraining o those wha ar newor need efesher

colebatesccessof ralleaques 9 00 Ut theIT WAV T e on materia

anoftoal eachween

ooyl forecast

[1r- towuages sach wask andgiva inaleign et

3 antzhack wa have heriaht peopie i place henther

e

idays 1o dalhe: e corporatetargt vithalanandholldays el 0 ensure there st over 7 1hestoreacrass the year

ogu oldoy squs:

Hora i awance ann enire we v 2o thewsekuhich _farrana consestencior s

o hours) e nsure therers il ke - lde:cover formy store

Jensure S b o il tmes |Tacitate the compistion o” make sure any nexsteps o compleres

Tise withth Popl anagerandPecpe Traner o arsremy eam hvereceved the gt vaingrequiredn et e and gl e tese o g aive

e nave beencompletedby o cayucsor

iobenr

Nohaene Snsure they meticulowsly defiver e Foou Safety stan s .

==

ST Ty e o nd escalate accore gl

T

v ot Aidershedsles o neure adeauata coverage

T¥5ate and Legairecords weekly, i sl sk

ighting any po

g

I

ndagree any conectivene

Vunder-tand my customers and stock e products they want andneed

| —

L L) —

5555|555 5|5 5555555555555 5555555





image16.png
‘We know that looking after our colleagues in a culture of trust and respect Is essential to
the success of Tesco. Where colleagues feel recognised and rewarded for the work they
do together, where they have the opportunity to get on and where they are supported in
their development as they move through their careers in the business - they in turn try
their hardest for customers.
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We treat people how they want to be treated

® Workas ateam
o Trust and respect each other
o Listen, support and say thank you

o Share knowledge and experience
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+ Review the overall teams
performance. How do we move
from good to great? What further
coaching and upskilling is needed
with our teams regarding IGPED and

svP
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Learning at Tesco

MyRocords My Development. _TrakingCalender yPromie  LogOut

Click & Learn

Serving shoppers a little better
everyday.

Weicome o Cick and Learn here you wil fnd everything youneed to elp you

Online Booking System for Store and Centre
Managers
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Home > Search Results > Mentoring at Tesco
Mentoring at Tesco

For any colleague that would like to become a mentor, focussing on the knowledge and skills to be a confident and effective mentor.

‘ Becoming a mentor at Tesco e-learning
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THE BENEFITS OF

COACHING & MENTORING

|/coaches and mentors feet: "\

= reater job satisfaction
and learm new ways o
ain the best from their
Ceams.

- Coaching cultures
‘encourages colleagues to
be adapeable, flexible
and welcoming to
change

~ Coached colleagues
support delivery of
organisational strategy

= Mentoring programmes.
are seen as an ateractive
perk and actracts new
employees

A\ ol
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To: adke Bowen <jage.bowen@netmail co 4k

Subject: RE: Promoting Coaching & Mentoring.

HiJade,

‘Thanks for your email

Ireally like the idea of looking at new ways to promote Coaching and Mentoring, especially within our dluster stores!

Your poster contains some great points and I agree, i our colleagues understood the real benefts C&M can bring to their teams the business could go that litte bit further and achieve some great
results.

Twillforward your ideas/poster onto my LM to see what we could do as a collective going forward and I'l get back to you in due course!
Many thanks,

Danielle

Danielle Gibbs

Retail Learn & Support Trainer.

07893405199

From: Jage Sowen <jade bowen@hotmall o Uk

Sent: Thursday, June 17, 2021 14:23

To: Danielle Gibbs <Danielie. GBS @tsscn.com>

Subject: Promoting Coaching & Mentoring.

HiDanielle

1 hope you're well

s part of my CIPD course | am reviewing the Coaching and Mentoring programmes Tesco offers thei colleagues. On reviewing some of the poliies and procedures, it became clear the benefis of C&M are not
promoted or understood enough within the business, and even though Tesco now has @ Mentoring Portal | eel there i sl  lack of Mentors available o our colleagues across al channels.

1 have designed a poster (attached) highlighting some of the key benefits CEM can bring t0 colleagues as wellas the business, and thought these would be usefulto print, display and discuss n our Management
fooms. {m happy to discuss and tweak the design to be more corporate f preferred),

12150 feel it realy important we focus on promoting C&M across the business, and in tun more managers, coaches and mentors will really understand the benefis C&M can bring, and step forward o provide.
colleagues with the knowiedige, sils and support needed to really help the business thrive. Maybe we could also ook at holding virtualsessions, management meetings or providing colleagues with an electronic
factsheet via comms centre advertising C&M) the benefits

12m currentiy on materrity eave — returming mid August but I happy to chat through some ideas | can support with when | return?
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From: Danielle Gibbs <Danielle. Gibbs@tesco.com>
Sent: Tuesday, June 22,2021 1121

To: Jade Bowen <jade bowen@hotmal o uk>
Subject: RE: Promoting Coaching & Mentoring.

HiJade!

Hope you had a lovely weekend!

1 caught up with my LM yesterday and we discussed the points you raised.

S0 the business are currently looking at ways to improve and adapt our coaching programmes over the next few months, including how we promote and encourage mentors to join our Mentoring
Portal.

A5 youTe on mat leave, if you have any pointers or further suggestions send them across to me and I will pass them onto my manager.

Many thanks,
Danielle

Danielle Gibbs
Retail Learn & Support Trainer.
07893405199
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From: Jade Bowen <jade bowen@hosmallco.u>
Sent: Tuesday, June 22, 2021 13:13

To: Danielle Gibbs <Danielie GBS @iscn.com>
Subject: RE: Promorting Coaching & Mentoring.

Hi Daniell,
Lovely weekend thanks ~ hope you did toa!
A that's brillant to hear, than you so much.

1 know it may be 2 long shot in getting the company to review the way vie do things, but 25 2 local cluster/group | think we could make some changes quicky, working with large and supporting stores. Please see my
recommendations below;

Hold regular mandatory upskiling workshops with managers, mixture offace to face (where able) and virtual workshops — this wil elp managers to improve their coaching skills and provide them with the.
confidence to have effective and meaningul coaching conversations

Coaching manager buddy system —we could set up a buddly coaching system where as peers e Support one anather visitng each others shops and spending or-the-job coaching one another

‘A5 managers we must have an active/on-going PDP, could we ook at making having mentor's mandatory to managers wheress they have someone to coach and guide them regardless fthey want to progress.
careers or not. | think managers having someone they can 0 to for gicance would provide them with suppOT, encouragement and experience needed {0 be an efective manager.

Giving more rewards/appraisas and feedback is mportant n gettng the best out of colleagues — curently policy states we should have regular 121/on the ob conversations with our teams and one formal end of
year review. Within our cluster stores can we Iook at holding more frequent catchrups, especially remote line managers with thei colleagues as thiscan help colleagues feel motivated and appreciated as
currently remote line managers may not e their coleagues regulary and are missing out on crucial coaching conversations.

¥ happy o chat further if needed and support in encouraging and promoting these suggestions o the stores, and implementing them when | return from mat leave

Thanks
Jade
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sent: Thursday, June 22, 2021 15:31
To: Jade Bowen <jade bowen@hotmal o uk>
Subject: RE: Promoting Coaching & Mentoring.

HiJade,

‘Those suggestions are definitely something we can look at doing from 3 local cluster level, and something we can get into pretty soon!

Tve forwarded your suggestions onto my manager who will ook at taking them to the next corporate meeting.

Enjoy the rest of your mat leave and let me know when you're settled back into work and lets look at catching up and discussing what we can do further!
Greatto hear from you and Il be in touch if with any developments.

Many thanks,
Danielle

Danielle Gibbs
Retail Learn & Support Trainer.
07893405199
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What is coaching and mentoring?

Coaching
Develops current skills
& knowledge to improve
performance
Usually delivered by line
managers or external
coaches
Non-directive approach
Ask questions not tell

Both
» Ask questions &
listening is key!
« Delivered
through 121
conversations
- Require empathy
and good
communication
skills
« Giving feedback

Mentoring

« Experience/influential
role models support/
guide others career
development

« Transfer of skills/
knowledge through
experience sharing

« Directive approach
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What is coaching and mentoring?

Coaching
0 Short term process

(usually 6months)

0O Structured agenda
designed by manager

0 Regular meetings

0 Formal relationship

O improve performance

0 Can be a formal process
or on-going daily
conversations

Mentoring

0 Long term process (1
year)

0 Relaxed relationship
built on common
ground

0 informal meetings

0 Role model / experience
share

O Career & personal
development
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> Develops in- > Supports career > Creates a culture that is
house talent development adaptable & welcoming > Supports
to change management
leadership
> Improves individual &
organisational > Supports
performance delivery of
- organisational
Benefits of
> Increases job X strategy
satisfaction, coaching > Coaches/Mentors

motivation and
commitment = higher
employee retention

gain greater job
satisfaction and get
best from theiy team

» Colleagues feel

> Improves relationships empowered to make own
between managers & decisions
colleagues




image30.png
How can mentoring be delivered..

= One-to-one mentoring - most common form of mentoring between a
mentor and mentee. The mentor acts as an advisor using their knowledge
and experience to support the mentee develop.

= Team mentoring - mentoring sessions between a group of mentors and
mentees where different individuals can express opinions, knowledge-
share and learn from one another

= Group mentoring - one mentor supporting multiple mentees in a group
setting. Even though structured as a group, mentees can learn from one
another but are individually focussed on achieving their own goals
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Coaching techniques

There are many types of codching techniques; the most common are:

= Group coaching - coaches working with groups of people focusing on an array of
areas from career development, stress management to team building. Group
coaching benefits from individuals interacting and learning from one another.

= Behavioural coaching - most popular types’ of coaching and is mostly beneficial to
executives and future talent. It helps managers improve their relationships with
colleagues by strengthening their values, identity, and visualising the success of
their goals.

= Succession coaching is an interactive process aimed to support individuals in
pursuing their professional or personal doals quickly and more effectively
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Coaching models

There are many models that can be used in delivering coaching sessions

GROW Model supports the coach to understand the coachee’s desires and
achieve long-term objectives

Gi— 0odls - identify behaviours needing changing ; structure the change
as a goal ; use SMART objectives

R = Realities - establish current reality

Q= options - explore various routes to achieve goal ; ask open questions

W = will - establish their will and boost motivation ; agree a date to
review progress
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Coaching models

There are many models that can be used.in delivering coaching sessions

CLEAR Model provides the coach with necessary features of a good coaching

session

Contract - agree a contract ; understand aims, timings, desired
outcomes, confidentiality

Listen — ask open questions to understand the issues

Explore — ask deeper, challenging and probing questions ; understand
how their actions impact the issue

Action — focus on the next steps going forward with a detailed plan

Review - close the session by summarise conversation ; gather
feedback, arrange future date and time to review progress and follow
up
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coach or

Skills required to be a succes
mentor

Listening and questioning skills
Communication

Empathy

Confidentiality

Ability to inspire and motivate

Provide corrective feedback
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Tesco’s approach to Coaching & Mentoring

3. Measuring performance throughout the year

Search for mentors n Offce
End of Year Reviews

Search for mentors n Stores,

Distribution & Fulfilment Centres  functions.
Endof year review

Everyday Coaching

Online Mentoring Portal 1. Introduction  conversations

Welcome to Options.

Options is our nternal development programme
for n Retal, Distribution. Customer Fulfiiment,
Phone Shop and Pharmacy.

Trougnout e opy

Crckngn Casoatig budng ot Tougn
. == St comveiions

‘Options’ process

ime youll be coached:

Gaveiop your own carser and embrace every opportunity
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What to expect from your Coach.

Regular check-in's (informal fortnightly
catch-ups & formal quarterly reviews)

Quality 121 time together without
distractions

On-the-job coaching and problem-solving
Regular communication and updates

SMART Objectives agreed together and
reviewed & updated often

Honest and actionable feedback & advice
on decisions made

Motivational and encouraging
conversations

Performance reviews and personal
development plan

Confidentiality

A 4
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Are you aware of any coaching or mentoring programmes Tesco offer?
s lesse detailwhatprogimmes o siningre avslble o ol mansgers

Quesion2

If yes, how would you rate these programmes?

Please list 3 reasons why you chose this rating.

[Please enter your response

Have you received any coaching training s part of your job role

1)
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Have you been offered any refresh training on how to Coach?

Have you mentored someone?

e [ ]
Have you ever been mentored?

yes,please describeyour expeience (goodorbad)

Please enter your response

What would you recommend Tesco could do differently to improve their

coaching and mentoring programmes?
et et s
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'QUESTION 02 | OPINION SCALE

If yes, how would you rate these programmes?

Answered:6  Skipped: 0

3%

17 175

% 173%
H 5 7 H
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Please st 3 reasons why you chose this rating

Not enough communication, poor leaderstip from people partners, lack of
time offthejob to completetrining,

nooffical traring.
Forma, last resort, no ongoing coaching plan

SYPis astructured programme with clea timescales.Itis broad in what it car
offer depending whatthe colleague needs (coaching, mentoring training,
personal objectives). The downside s the programme can come across 2sa
negative tool around managing performance rather than a positve tool
around offering support n the way of oaching and mentoring.

Polcydoest refect racice
Training i not mandatory so how coachingis implemented isn't consistent
The deas are great but everyday coaching conversations don't auays take:
place -more direct ess coact
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Anonymous
Workshops when on placements, e-learning throughout placement

Anonymous
Startof role

Anonymous
Coaching workshops at start of role. Optional e-leaning available at any time.

Anonymous
8 years ago when enrolled onto options

Anonymous
1to 1 from line manager. Click and learn and virtual workshops
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QUESTION 07 | YES OR NO

Have you mentored someone?

Answered:6  Skipped: 0
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Anonymous
No training

Anonymous
No training received.

Anonymous
No
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Anonymous 2Hours ago
Better communication, more guidance from people partners in what training to o for role, more networking

Anonymous 4Hoursaz0
offer more face to face refresh training, experience share, buddy programmes to coach less-experienced in role.
colleagues

Anonymous GHoursaz0
Regular informal coaching techniques, frequent informal catch-ups with manager discuss progress, training on how to
be amentor

Anonymous shoursaz0
Have more structured mentoring programmes and support managers in how to be great mentors.

More structured and regular training and support around the latest and best ways to coach.

Anonymous 10ayaz0
Mandatory refresh training

Mentors to be mandatory for all WL3+

AllWL3+ to have a mentee

Anonymous 1Daysg0
Train the coaches and mentors better
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1. Introduction
Everyday conversations increase performance and help to build trust so our colleagues canget on. As a

manager it’s important you can have authentic and open discussions so we have outlined five everyday
conversations that will help you achieve and provided some other useful tips to help you along the way.

Checkingin

Short, friendly
and relaxed
‘how’s it going”
conversation

o
Celebrating Building Offering
success capability support
The ‘thank you The steering, ‘1 The ‘they're
for being brilliant” know some stuff having some
that might help trouble and need

conversation
afriendly ear"

you’ conversation
conversations

|
A TEern

Tough
conversations

The ‘time for
honesty’
conversation
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Short, frequent conversations are the heartbeat of the organisation, helping you to feel good and achieve more.
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Five everyday conversations
3. Building capability

Your chance to talk about their career and learning plans, and encourage
them to learn everyday. You might do some quick, on-the-job coaching,
or offer some hints and tips of your own. You might have a story of your
own experiences (both the highs and lows) that can help someone
conquer a challenge or solve a problem.
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Inspiring Great Performance Every Day comes to life through regular conversations. These conversations can happen at any
time; while working shoulder-to-shoulder on the shop floor, at our desks, and also as an integral part of regular 1:1 meetings.




