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List of Abbreviations (if used)



Introduction 

The workplace may be seen to be a learning environment with the endless possibilities to be able to share and develop with and alongside others of a like determination and mindset, to complete tasks and correct goals to be able to achieve the performance required for the problem, or tasks to the highest standards needed.  
Organisations realise the importance of providing development to people, and also give them the opportunities for people to be motivated to obtain them, this will assist in the positive impact on the business and the increase in forward drive to the competitiveness, and one’s self-development within the company’s structure.


Heading 
Every person with have within a business structure will have had some form of coaching, even just the first days of a new positions or to the longer term of being trained to manage sections or the whole business. Having coaching from the more experienced members of the staffing pool at hand or outsourcing to have staff to go to others for the guidance in other sections. Coaching is using the process of the wisdom to help employees experience and be able to work through the needed information and application of such information to better outcome for the benefit of the customer and the company. The general change over the years from “I know best” to a consumer, to a style that now an all-inclusive role to increase the managerial roles to be more of a coach, a trainer mentor and counsellor. As in sports increasing the environment to produce the changes to improve results, building on an environment that is supportive, instructive, and show in such a way that the employees feel that the wan to do well and to grow within the company and maybe beyond. 
What Does Coach do? 
Historically, the coach is a more experienced employee, often with a ore senior role, be able to demonstrate the task, observe the performance and provide feedback to the way that the task was completed, discus that set task could be improved or any problems that might occur to the person completing the task may feel relevant. The concept and the application of the coaching fields has blossomed with models and approaches, seeming to be non-directive in being, the differences between each moving from the coach needing just to know the task into the need to having the want to know the coaching process driven by the coachee’s agenda. Attempts to define coaching usually in the terms of the agenda’s questions. What is it for? Who is it for? How is it done? In relation to the ultimate purpose of coaching the individual development or ‘Enhancing well-being and performance’ (Grant & Palmer, 2002), Difficult to dispute, but they don’t s4eem to be different to coaching from counselling and mentoring, or even basic training, because the outcomes may be the same. Initial attempts (Grant, 2000) to define coaching as used with “mentally healthy” subject group are now seen as unsatisfactory for many ethic and practical reasons, they included characteristics that could not distinguish between coaching and other professions and could not be attributed to various forms of coaching (Bachkirova, 2007).
This is and incising subject matter, and even a career path. Different forms of coaching have been brought to the spotlight, professionals that follow their career paths and will retrace their options to render experience to others (Career coaching), executive (executive coaching) Life coaching, Health coaching, academic coaching, all quite self-explanatory but all individuals in their own fields of expertise that have taken on the roles to share their experiences to those who wish to listen. Coaching consists of challenges and conversations, with a trained professional in the field required, under which they have a specific aim to achieve the clients obje4ctives, this is not just an individual but can also be in twos or as part of a team structure. There are a few different models, Results coaching, Co-Active coaching, Organisation and Relationship coaching. These re structured and are backed by an evidence-based approaches that, improve communication with all layers of the command structure, self-awareness, and reflection. Thoughts taken back to be discussed at a later time of session. 
The four dimensions of coaching (Appendix 1)
Using these dimensions of the process, taking the ‘I’ as a first-person perspective to use the coaching partnership using the individuals experience to tackle the issue in volve. With the ‘we’ The other persons prospective develops the relationship to increase the interaction of the task. ‘it’ is the more tangible elements of the coaching process, observed by a third party and possibly to be measured, using coaching techniques and looking at behaviours and models. ‘its’ are the background, an influencing force into the cos aching process as social and professional groups. The dimensions correspond to the four quadrants described by Wilber (1196,2000) as essential peripeties that are important to take into consideration if we want to understand the phenomenon or event tat involves human beings. Looking at various theoretical traditions applied to coaching, each corner o0f the ‘Map’ maybe seen. Individual coaches may see where the weight of they approach lies, to guaranty the use of all of the dimensions. 
Theories in coaching practice can come from many sources including Philosophy, sociology, communication, and sports. Different models will emphasise different aspects and management teams, getting the work done, through others, and a ladder type structure, encouraging the team structure but ensuring each part is in the right place and ensuring the right person is in the right place at the right time. Bot mentors and coaches need to be well developed in listening skills and interpersonal skills, to be able to gain a person’s trust, proved support and a commitment to generate the process to motivate the person.
Mentoring is viewed as ongoing, seen as an informal role between a more experienced, dealing with the same profession or area of expertise, having a longer duration than that of coaching, being there for an individual when needed. It is a skill of a mentor to be able to gain the trust of the mentee, the important skill of listening, reading the body language and behaviours to be able to read the inflections to see for any subtle changes. The mentors network connections and experiences are key, providing guidance helping to set. Ones own goals, whether in life or career. Mentors are able to work across all boundaries of sex, race and culture, and be all compassing. 
Academic Mentoring, within a department or faculty, are professional colleagues, with a longer term relationship than that of a lecturer, A Mentor may support, advise and give guidance in various ways for you to be able to navigate the new environment and the challenges of a new situation.
“According to the cipd, ‘by far the biggest objective of coaching in business is to improve individual performance. other common objectives are to tackle under-performance and to improve productivity. coaching is most often aimed at junior and middle managers. listing roles and development potentials as in table 1.”


What do you need?
Coaching provides a structured, dedicated interaction using the needed tools, strategies and chosen techniques to develop and grow the changes for the benefit of the coachee. The coach doesn’t offer advice but would encourage to look at the problem by using the ‘what if’ structure of questions, taking time to self-reflect and to use challenging questions to bring to the fore the rules and settings for the proposition in hand.

Mentoring programs can assist in the pairing with the mentee, on a basis of the needs of the skills, areas of study, interests or specific needs. Interaction is the main key, and how you would like to interact. (If I had had a mentor at 17 I would probably take up my place in Carmarthen university foundation art and gone on to do any number of things) Marcus Mayer,(.    ) wrote in the bottom line impact of  Mentoring and coaching, cites the results of some international and national studies,  





Staff
With Tesco being then largest grocer in the U.K. with 300,000 strong work force. It is at the forefront for local community. To be able to access essential shopping in the time of the pandemic, and without the shop floor workers this would not be able to happen. Staff are not only trained in one department but several being able to switch roles when needed. New staff that were brought in at the start of the pandemic knew they were there for a short time but were quickly given the benefits that other shop floor workers had. Most of the new employees were people who has lost their jobs or businesses. The staff that needed a reassuring support were helped greatly by managers, who would proactively take time to ensure the well-being of their staff at this challenging time, but now the mindfulness App. Which through help of meditation, may assist in increase of happiness, help to reduce stress of the work force for free to colleagues during this time. The development of people is the process of making staff more skilled and professional, to be able to go perform better within the organisation and become more productive (Lewis & Slack, 2002). Arranging different training programs to assist on the best way to serve the consumer. With the management team receptible for each project, and to maintain the project function This gives the culture of the start of Tesco a drive to work and push forward, not stopping to sit. But also, being worn, by others not knowing the real meaning of the tie pin, has the power being put back into Lord Cohens hands and the control of its ‘pestel’ environment. 
But why doesn’t always work? If you have micromanaged the worst staff in your area, occasionally looked, and helped the ones that are doing ok, then glanced at the ones who are doing great with no problem, you will create a work force problem. Looking at the work of Scrivevener. G. (2014). 

“We found that the answer lies within each organisation and its learning and development culture. Most managers who struggle with coaching claim to be either too busy to do it, or they don’t know how to do it, or they aren’t expected to coach or want to be held accountable for it. But managers in organisations where coaching is a fundamental part of the culture – driven from the top down – are the ones that are most likely to coach successfully, and in a way that will boost business results.” 
 
Put the tools in place and the knowledge to the business to look after all staff or they will be disheartened being ignore or fed up with being watched all the time because they feel that they can’t be trusted.
Choosing a framework that can be used to develop the wishes of the desire to develop the increase the self-sufficiency and absorption of the surroundings to the continuity and progression as to the processes and accuracy of the needed subjects and out goings. Fletcher. S, (2013) suggests that this framework with the approach to action research ensuring the evidence in the base foundation and the new growth of self-efficiency. Discussing existing research evidence in the discussed areas such as the coaching, mentoring and self-efficiency, but also that of leadership development and talent management. The subject was of the class environment, but with any model or proposal maybe transferred to other situations. The subject looking at the vision of coaching and mentoring in a package for the head teacher’s development though the lifetime. They emphasis the use off self-study, with an Appreciative inquiry approach. The constructive process that searches for everything that gives life 2to organisations, communities and the larger human systems. (Cooperridr. D, Avital. M, 2004).  Also suggesting through the use of the head teacher being self-taught with action taken on such, to then use the given knowledge and advice to be transferred on to others, their staff, their pupil’s and other like minded head teachers. Arguably this will have to be taken that the head teacher had been given or had found the correct information in the first place. Incorrect information could be passed on very easily without a counter check to make sure the same information given in the same way and that the integration and possible rules of use, do not get diluted in the mix of the transfer of knowledge and the meanings are missed in translation.


Lave and Wenger (2005) suggests that in a learning community’s the relationship that develops between the master and the replicant may be come that of a learning cycle. “The community of practice encompasses apprentices, young masters with apprentices, and masters some of those apprentices have become masters themselves. With the layers of the communities, relationships and peers. With trust that the knowledge is something for all to be shared.
The knowledgeable skill is facilitation, technology training, and the elaboration of tools to move in and across each circle of learning, with all contribution to the improvement and the partnership. The learner between novice and expert and among novices is similar to the mentor teacher and student relationship. 9Smith & Robinson, 2003).
Key to the participation is the partial start, growing in complexity, similar to leaning growth, the relationship between the mentor teacher and the student teacher. (Fairbanks et al., 2000) A new participant can soon feel overwhelmed by the seemingly enormity of the proposition and of the task ahead. The lead facilitator at first gives an introduction to the situation, to be reassuring and to ease the participant into a comfortable role. As the new facilitator gains, the skill set, the relationship begins to build, assisting the growth of knowledge, need, resources and confidence in the use of the area, and the possibility to assist in eth ideas and improvements to the system in hand. With strong goals to learn, this ca occur rapidly as the facilitator compare notes and learn form higher qualified persons and slot addition of deferent techniques from each other. Lave and Weger, suggest that the effectiveness of the circulation of knowledge among per maybe a condition for the effectiveness of Leaning (Lave & Wegner, 2005. P 93). they also used web 2.0, skype chat facilitator blogs, twitter conversation and the use of PowerPoint within the room to run coherent classes, with the same information and knowledge.
Mentoring within this situation was informal and unstated. Lead participants had the expectation of building the support that is required, with similar interests and goals, mentoring type discussions occurring during the daily debrief, discussing what went well and to turn to the next day. 
Zackary (2000) suggests that there is a connection between mentoring and adult learning. Whereas adults learn best when they are participating in the planning, diagnosing, implementing and evaluating their own learning, a mentee, is still an active part of the learning process. The mentor is a facilitator, showing a supportive climate promoting conditions to assist in the leaning attitude, and desire to take place. As a mentor, assistance by asking them questions of the process, providing suggestions and encouragement. participants are ready for the knowledge and the resources available at that stage in the process.
“It has been argued that leaders and not evaluated on the number of followers they lead, but instead the numbers of new leaders that they develop” (Wheatley, 1999) quoted in Gibson et al. (2000).

Bloom et al. (2005) tells a story of learning to fly a plane, the fight instructor said nothing when an error was made. Instead, when asked, suggesting where to look for the problem. This idea is apposed to giving the instruction and correcting as the task is being applied. Asking more questioned and letting the process evolve further before intervening may be difficult skill to put into practice, but the development of the skills of listening, observing and questioning. Coaching encouraging listening to words to separate assertions and assessment’s and the coachee to stay well grounded, observations of emotion and moods to gain an insight into the experience of the coachee, asking neutrally based questions of the coachee, asking open ended questions, to facilitate in the sharing of thoughts feelings and further questions, and questions that challenge assessments and assumptions, challenging the coachee to look inwardly to reflect on own thoughts and wishes. Describing facultative coaching, (Bloom et al., 2005) give a five move strategy, paraphrasing, asking clarifying questions, asking meditational questions, paraphrasing with interpretation, and summarising statements. Methods that assist the coachee hear the words reframed, and summarising the discussion, also suggesting that instructional coaching is helpful for informal mentoring too. Instantons being neutral and never in the first person. 


 Once a team can see the difference that a chosen method of coaching and or mentoring can be mad to the organisation and the value can be proven, they will perform at a higher level and a better outlook on the maintained of the levels. following the correct order of the have to do list, the coaching will bring forth the innermost strength and with mentoring increase the ability to do so. (Appendix C). By managing tough developing people, delegating the share of the situation, overcoming hurdles set in the way and dealing with the problems as a collaboration, the motivation can be show and shared to all. Showing them consistent feedback and making it a regular occurrence there not just for the bad stuff but the good too. will energise them to be able to cope with everyday increase in pressure and the reality in the workplace.

 

 

 

 



Table 1 

Typically, coaching is appropriate to: 
· 􏰀 develop an individual’s potential. 
· 􏰀 develop an individual’s skills in managing, communicating, dealing with conflict 
· 􏰀 develop strategic skills. 
· 􏰀 deal with a change of role 
The CIPD concludes that there is a strong business case for coaching. 
The CMI survey found that the areas managers required development included: 
· 􏰀 personal effectiveness 
· 􏰀 emotional intelligence 
· 􏰀 assertiveness 
· 􏰀 time-management 
· 􏰀 communication and listening skills. 


SWOT Review



PESTEL Analysis


With the introduction of the Tesco brand, to the U.K. and further afield. The founder, Jack Cohen, brought his personal standards of ethical values, beliefs, formal and informal relationships that has, built a company from very little market stall to one of the largest retailers of the U.K. Though changes in the culture of the country though the decades, the company has had to alter its sights and add to its socials and environmental outgoings through, several avenues, including committee partnerships, working with the Trussell trust to help feed needy families. Use of the facts at Tesco finger tips with the added value of the insight of the everyday shopping of the British population means that the company can react quickly, if they want to any given crisis of quickly arising situation.
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