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Series 1
Subject: Performance Management
Link: https://www.canva.com/design/DAGg2tdGpW0/xTSi1PrMH69Og0-4eK9VgA/edit?utm_content=DAGg2tdGpW0&utm_campaign=designshare&utm_medium=link2&utm_source=sharebutton
Duration: 30 minutes
Learning Plan: Driving Performance
Objective:
To help employees understand and apply BNPR’s performance management framework, "The Bluestone Way (BSW)," through structured discussions, goal alignment, and ongoing development.
Target Audience:
Senior Managers. 

Session Breakdown:
1. Introduction to Performance Management (5 minutes)
· Define performance management (PM) and its importance in aligning employees with company goals.
2. BNPR’s Vision Canvas (5 minutes)
· Discuss how BNPR’s Vision Canvas sets long-term organisational goals.
3. The Bluestone Way (BSW) Framework (5 minutes)
4. Benefits of the BSW Approach (5 minutes)
· Contrast BSW with traditional performance reviews.
5. Employee Ratings & Continuous Improvement (5 minutes)
· Explain the performance rating system (A, B, C categories).
6. Q&A & Wrap-Up (5 minutes)

[bookmark: _Hlk192679568]
[bookmark: _Hlk192665222]Slides and Presenter Notes
Overview:
This session covers PM at BNPR, focusing on aligning employee performance with company goals. It introduces the Bluestone Way (BSW), an informal framework replacing traditional appraisals with regular check-ins. Key topics include the performance cycle, Vision Canvas, goal alignment, and employee development. The session highlights the benefits of ongoing feedback, engagement, and behaviour-based performance. It concludes with performance ratings and resources to support continuous improvement.
	1. [bookmark: _Hlk192067671]Introduction: What is Performance Management?

	5 minutes
	(Slide1)
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· Welcome the team and introduce the session by reading the series overview above.

· Define Performance Management (PM): According to CIPD (2025), PM is a strategic approach that maximises the value employees bring to an organisation by aligning performance with organisational goals. It involves interconnected practices that drive continuous improvement, as highlighted by Armstrong (2022).

· Explain the PM Cycle: Walk through the flow of the performance management cycle shown on the slide.

· Ongoing Process: PM is a continuous process of planning, monitoring, and reviewing performance to align individual and organisational goals. As Armstrong (2021) states, it enhances productivity and includes goal setting, feedback, development, and recognition to support improvement.



	2. [bookmark: _Hlk192068130]BNPR’s Vision Canvas 

	  5 minutes
	(Slide 2)
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· Employee Performance & BNPR's Success: At BNPR, employee performance is vital to organisational success. These expectations are outlined in the 10-year strategy, the Vision Canvas (VC), which guides performance and ensures alignment with goals. The VC is introduced during induction and referenced in progress updates. It is accessible on BNPR’s SharePoint homepage (Bluestone, 2024).

· Importance of Alignment: Aligning employees with organisational goals using the VC boosts productivity, engagement, and success (Himmelberg, Hubbard, and Palia, 1999). Clear objectives ensure employees focus on shared outcomes, improving efficiency and morale (Locke and Latham, 1990). Alignment also drives innovation, accountability, and adaptability, leading to sustained growth and competitive advantage (Drucker, 2019).









	3. BNPR’s Performance Management Framework

	5 minutes
	(Slide 3)
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· BNPR’S performance management framework is referred to as ‘The Bluestone Way (BSW). BNPR (2023).

· The BSW PM framework is a structured, yet informal approach designed to align employee development with organisational goals. Every 90 days, employees engage in a ‘check-in’ with their line manager, fostering open, two-way conversations about performance, key deliverables, career aspirations, and professional development.

· The framework is underpinned by BNPR’s expected core behaviours:
· Take Ownership – Encouraging accountability and proactive engagement.
· One Team – Promoting collaboration and shared success.
· Genuine Care – Supporting a people-focused approach for employees, guests, the environment, and suppliers, ensuring a holistic, supportive culture for all stakeholders.

· By adopting a less formal approach by the absence of appraisals, the framework reflects the BNPR’s culture, enhancing employee engagement, motivation, and continuous improvement (Decramer, Smolders and Vanderstraeten, 2013).







	4. Why the Bluestone Way (BSW)?

	
	(Slide 4)
[image: ]

	
· Why Introduce the BSW? In response to sector trends, BNPR revisited and updated its formal, bureaucratic performance management approach in 2023. Similar changes were made by several U.S. companies, such as Deloittes, due to dissatisfaction with traditional performance reviews, particularly the use of ratings and forced ranking (Sunder M. et al., 2023).

· Shift to Informal Conversations: Armstrong (2017) highlights that organisations are increasingly favouring more frequent, informal performance and development discussions. As a result, BNPR replaced annual formal reviews with regular, informal conversations between managers and employees.

· BSW Approach: The BSW takes an informal approach to performance management. Managers often assess performance in cognitively different ways, leading to varied results, and formal assessments are typically used for administrative purposes only (CIPD, 2016).

· Effective Performance Management: Armstrong (2017) argues that to make performance management effective, managers should act as performance leaders rather than merely following bureaucratic systems. Keep this in mind when implementing the BSW framework. For example, effective conversations require a flexible agenda that is mutually agreed upon (People Management, 2023). If performance goals were thoroughly discussed last month, the next meeting could focus more on feedback or development.

 





	5. [bookmark: _Hlk192312594]What are the benefits of BSW Performance Management Framework?

	5 minutes
	(Slide 5)
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	· Importance of Performance Management: Effective PM is key to helping employees reach their full potential, maximise their contributions, and continually develop their skills (CIPD, 2019).

· BSW Performance Management Process: The BSW process not only boosts individual performance but also motivates the workforce. Use this framework to align team efforts with organisational goals, support skill development, and address underperformance fairly and promptly.

· Recognising and Rewarding Performance: Aligned to the BSW framework effective PM allows managers to recognise and reward strong performance while setting clear expectations. These actions contribute to higher employee engagement, motivation, and a positive team culture (Han et al., 2019). This is also supported by the strengths-based approach which arises from the theory and practice of appreciative inquiry, and has a positive impact on an individual’s psychology (Kluger and Nir, 2010). 

· Focus on Behaviours: The BSW emphasises employee behaviours. Positive workplace behaviours and adherence to effective processes are crucial for performance outcomes. Many entry-level roles at BNPR are difficult to measure due to external factors, so focusing on behaviours and processes is more practical (CIPD, 2022).




	6. [bookmark: _Hlk192314155]The BSW Process

	
	(Slide 6)
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· Performance Overview: Performance encompasses both what individuals are achieving and how they go about accomplishing these tasks. It’s important to focus on both the outcomes and the methods used to achieve them, as both contribute to overall effectiveness (Armstrong, 2020).

· Bluestone Job Expectations (The ‘What’) Each role at BNPR has a defined purpose, set responsibilities, and clear expected results. These expectations are outlined in the job descriptions, which are available on SharePoint (Beyerlein, 1998).

· Bluestone Behaviours (The ‘How’) Behaviours that reflect BNPR’ values are categorised according to job families, such as guest-facing roles, operational support, and business support. This categorisation helps to ensure alignment between roles and company culture.

· Ongoing Conversations: Focus should be on five key one-on-one conversations every 90 days. These include: ‘How are you?’, ‘Objectives’, ‘Ideas’, ‘Learning’, and ‘Career’. The ‘How are you?’ conversation is the only compulsory one, requiring at least bi-monthly discussions. The remaining conversations should be held as needed to which can lead to improved engagement according to Osman and Walker (2021).

· Reviewing Targets: Where roles have agreed ‘hard business/financial targets’, these are reviewed monthly between the manager and team member to track progress and make necessary adjustments.



	7. Employee Ratings

	5 minutes
	(Slide 7)
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· All employees should have a clear understanding of their performance ratings, categorised as A, B, or C (as shown in the slide). This clarity enables employees to recognise their strengths and areas for improvement, fostering motivation and accountability. According to Deci and Ryan's (2000) Self-Determination Theory, receiving feedback helps satisfy the need for competence, which in turn boosts job satisfaction and engagement. 

· However, Gallup (2019) research highlights that only 14% of employees feel inspired by performance reviews. Despite this, reviews still provide valuable feedback, identify opportunities for growth, and ensure alignment between individual and organisational goals. The challenge may lie in ineffective review processes or a lack of follow-up, rather than in the concept of the review or rating itself.

· After each 90-day conversation, the performance rating should be submitted via the People Services SharePoint page. The submission of this data equips the business with valuable insights to support workforce planning and support the company’s learning needs analysis, which are factored into the annual BS Academy strategy to drive individual and organisational performance, (Maley, Marina and Moeller, 2020).






	8. Employee Ratings

	
	(Slide 8)
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· Scan the QR code and save a copy of the presenter slides for future reference. 













	9. Questions & Close

	5 minutes
	(Slide 9)
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	· Respond to any questions, close session, thank individuals for their participation. 













Series 2
Subject: Effective Leadership
Presentation Link: https://www.canva.com/design/DAGhhV6DTkM/YNQ-6GUA-2tZMB6dKLC4lQ/edit?utm_content=DAGhhV6DTkM&utm_campaign=designshare&utm_medium=link2&utm_source=sharebutton
Duration: 30 minutes
Learning Plan: Your Role in Driving High-Performing Teams
Objective:
Equip senior leaders at BNPR with essential leadership theories and practices to enhance their ability to motivate, engage, and improve the performance of their teams. Participants will learn to adapt their leadership styles based on team needs, improve emotional intelligence, and understand the psychological contract that shapes relationships between leaders and followers.

Target Audience: Senior Managers.
Session Breakdown
1. Introduction: What is Leadership? (5 minutes)
· Welcome and Overview: Briefly introduce the session, explaining the overall leadership series.
· Definitions: Present various definitions of leadership.
· Group Engagement: Ask participants how they would describe leadership.
2. What Do Followers Need from Leaders? (10 minutes)
· Video and Discussion: Show a short video about the four key traits followers need from leaders: hope, trust, stability, and compassion 
3. What is Your Leadership Style? (5 minutes)
· Understanding Leadership Styles: Discussion, ask participants to reflect on their leadership styles and consider how different styles impact employee engagement and organisational success.
4. How Leadership Style Affects Performance (5 minutes)
· Adapting Leadership Styles: Discuss the importance of flexibility in leadership and adapting to the team's needs.
· Theoretical Insights: Introduce two key theories: Hersey and Blanchard's Situational Leadership Theory and Goleman’s Emotional Intelligence 
· Close: Respond to any questions, thank participants and close the session.












Slides and Presenter Notes
Overview:
Series covers key aspects of leadership, including its definition, follower needs, and the impact of leadership styles on performance. It explores adapting leadership to situations, using theories like Situational Leadership and Emotional Intelligence to enhance team engagement, motivation, and productivity for organisational success.
	[bookmark: _Hlk192666674]1.Introduction: What is Leadership?

	5 minutes
	(Slide1)
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· Welcome the team and introduce the session by reading the series overview above and discussing the different definitions of leadership below.

· Leadership is the ability to understand what motivates people and harness it to achieve a shared goal. Skilled leaders can contribute to positive outcomes for individuals, teams, organisations, and communities (CIPD, 2024). 

· Leadership is the ability to influence and inspire others to work towards a common goal, while navigating challenges and fostering collaboration. It involves setting a vision, making strategic decisions, and demonstrating key qualities such as empathy, integrity, and adaptability. According to Northouse (2021), leadership is a process in which an individual influences a group of individuals to achieve a shared goal. Effective leadership is not only about the leader’s actions but also about the relationships built with followers, enabling positive outcomes for individuals, teams, and organisations.

· Additionally, Bass and Steidlmeier(1999) Emphasise that transformational leadership, which focuses on inspiring and motivating followers, is crucial for achieving long-term success and fostering an environment of innovation.

· (Activity) Ask the group to articulate how they would describe leadership?



	 2. What do followers need from leaders?

	10 minutes
	(Slide 2)
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· Discuss four categories described and play video. To put these traits into practice, incorporate them into your daily communication. Each email, conversation, instruction, and more should focus on fostering hope, trust, stability, and compassion (Gallup, 2021).

· As a senior leader at BNPR, a key responsibility is to support employees in performing at their best. According to the CIPD (2025), people are the greatest source of organisational value, making effective performance management crucial for success. Employees need clarity on what is expected of them, and it is important to provide the right motivation, skills, resources, and support to help them succeed. 

· Holding employees accountable through PM for their work is vital to ensure that performance standards are met. This holistic approach to performance management is essential in driving both individual and organisational success (Rahmani, Roels and Karmarkar, 2018). 






	3. What is your leadership style?

	5 minutes
	(Slide 3)
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· As a senior leader, the role and level of responsibility you hold will significantly influence the leadership skills you need to utilise or develop (de Vries, Bakker-Pieper and Oostenveld, 2010). However, successful leadership goes beyond just the skills required for the role, it also depends on your individual style, character, and personality. It is important for both you and BNPR to recognise and nurture these qualities. Be confident in your personal style to come across as authentic, to enable effective coaching, and mentoring others (ACAS, 2019). 

There are many theories related to leadership styles, each offering different perspectives on how leaders can influence and motivate their teams. One such theory is Rensis Likert’s framework, which identifies four leadership styles that vary in terms of employee involvement and communication (Bonjean and Likert, 1963):

· System 1 (Exploitative Authoritative): This autocratic style involves little to no employee input, with decisions being made solely by the leader. Communication is top-down, and employees are treated as tools for organisational goals, often leading to low morale and limited innovation.

· System 2 (Benevolent Authoritative): A more paternalistic approach, where leaders still make the decisions but show some concern for employee welfare. Communication is more open, yet employees still have limited involvement in decision-making, which can improve morale slightly.

· System 3 (Consultative): Leaders consult with employees and seek their opinions, which helps build trust and foster collaboration. While employees have more involvement, the leader ultimately retains decision-making power. This style leads to higher employee engagement and satisfaction.

· System 4 (Participative): The most democratic style, where decision-making is shared between leaders and employees. Communication is open, and employees have a significant role in shaping decisions. This style promotes high morale, creativity, and productivity.

Likert’s framework highlights that the more participative and consultative the leadership style, the more effective it is in fostering employee engagement and driving organisational success.




	4. How Leadership Style Affects Performance

	5 minutes
	(Slide 4)
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· Adapting Your Leadership Style: Flexibility in leadership is crucial. Adapting your style based on the needs of the team and the context can significantly enhance performance. For instance, a transformational leader may be ideal in driving innovation and commitment, while a transactional leader may be better suited for structured environments requiring clear expectations (Ng, 2017).

· Theoretical Insights:

            Hersey and Blanchard’s Situational Leadership Theory:

This theory suggests that the effectiveness of a leadership style depends on the specific situation and the maturity level of the team. The need to adapt their approach based on the team's development, using different styles such as directing, coaching, supporting, or delegating according to the team’s needs at that moment (Hersey and Blanchard, 1977).

· Goleman’s Emotional Intelligence Theory:

Leaders with high emotional intelligence (EQ) are more effective in inspiring and motivating their teams, as they are better at understanding and managing emotions, therefore improving productivity and results. EQ allows leaders to manage both their own emotions and those of others, improving communication, building stronger relationships, and ultimately enhancing performance (Goleman, 2020, pp. 130–196). 

 
· Leadership style plays a crucial role in shaping both individual performance and overall BNPR’s outcomes. A style that addresses employee needs, motivates them, and promotes collaboration can enhance both individual and team performance, resulting in greater productivity, lower absenteeism, improved employee engagement, and ultimately better product or guest experience; factors vital in the hospitality sector in which we operate (Carasco-Saul, Kim & Kim, 2015).



























	5. Considerations and Close

	5 minutes
	(Slides 5&6)
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· It is recommended to familiarise yourself with team dynamics and apply Tuckman’s (1965) model, which includes the stages: Forming, Storming, Norming, Performing, and Adjourning. By guiding your team through each stage, offering direction, resolving conflicts, encouraging collaboration, maintaining motivation, and facilitating smooth transitions, you can develop a high-performing and cohesive team (Zirar et al., 2023). Understanding which stage your team is currently in can also impact the individual performance of team members (Guttenberg, 2020).
· Belbin's (2012) model outlines nine team roles, each representing different contributions: Plant (creative and idea-driven), Resource Investigator (outgoing and network-oriented), Co-Ordinator (organised and goal-focused), Shaper (dynamic and thrives under pressure), Monitor Evaluator (analytical and objective), Team worker (supportive and diplomatic), Implementer (practical and efficient), Completer Finisher (detail-oriented and deadline-focused), and Specialist (knowledgeable and expert). 
· While useful for understanding team dynamics, the model can be rigid and may not always apply, as individuals often display traits from multiple roles or behave in ways that don’t fit neatly into one category. Flexibility is essential when applying this model to diverse teams (Rahmani et al., 2021)

· Respond to any questions, thank attendees.
































Series 3
Subject: Coaching and Mentoring.
Presentation Link: https://www.canva.com/design/DAGhzQdrrWw/Fwmr7K2FK9KPKDYH8FjNQA/edit?utm_content=DAGhzQdrrWw&utm_campaign=designshare&utm_medium=link2&utm_source=sharebutton
Duration: 30 minutes
Learning Plan: Coaching and Mentoring for Success.
Objective:
By the end of this session, participants will be able to define the roles of coaching and mentoring, distinguish between the two, understand the importance of coaching models in driving performance, and apply coaching models such as GROW and OSCAR to improve workplace outcomes.
Target Audience: Senior Managers. 

Session Breakdown

1: Introduction to Coaching and Mentoring (5 minutes) 

· Introduce coaching and mentoring, define their roles in skill development.
· Coaching: Short-term, goal-oriented, focuses on specific skills and performance.
· Mentoring: Long-term, informal, focuses on overall personal and professional development.

2: Differences Between Coaching and Mentoring (5 minutes)

· Clarify the key differences between coaching and mentoring.
· Coaching: Short-term, structured, professional.
· Activity: Group discussion on their understanding of coaching vs. mentoring.

3: Why Use Coaching Models to Drive Performance? (5 minutes)

· Explain the importance of coaching models in performance improvement.
· Coaching models improve goal setting, problem-solving, and employee motivation.
· Enhance performance, reduce turnover, and increase productivity.
· Activity: Discuss the benefits of using coaching models in the workplace.
4: The GROW Coaching Model (5 minutes)

· Introduce the GROW model for structured coaching.
· Activity: Walkthrough of GROW with an example and group application.


5: The OSCAR Coaching Model (5 minutes)

· Explain the OSCAR model for solution-focused coaching.
· Outcome, Scaling, Know-How, Affirm, Review (focused on strengths and progress).

Conclusion: Wrap-Up and Reflection (5 minutes)

· Summarise key takeaways.
· Reflection on how coaching and mentoring can be applied in the workplace.

























Slides and Presenter Notes

Overview:

This session helps participants distinguish between coaching and mentoring, understand the value of coaching models, and learn how to apply frameworks like GROW and OSCAR to enhance performance at BNPR.

	1.Introduction: What is coaching and mentoring?

	  5 minutes
	(Slide 1)
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· Welcome the team and introduce the session by reading the series overview above and discussing the different definitions of coaching and mentoring below.

· Coaching and mentoring are developmental methods that involve one-on-one conversations to improve an individual's skills, knowledge, or job performance (Clutterbuck, 2001).

· Coaching has a place at BNPR as it focuses on improving workplace performance by developing specific skills and goals. While it may also influence personal attributes such as confidence and social interaction, its primary aim is professional growth. Coaching can be a short-term process or an ongoing management approach. Key principles include being a non-directive development method, prioritising work performance while considering personal factors, aligning individual and organisational goals, and requiring trained professionals to deliver effective coaching (CIPD, 2023b).

· Workplace mentoring refers to a relationship where a more experienced colleague shares their knowledge and expertise to support the development of a less experienced individual (Kowalski, 2019). 

· (Activity): Ask what mentoring involves?

· It involves skills such as questioning, listening, clarifying, and reframing, which are also commonly associated with coaching (Bulstrode and Hunt, 2000). An effective mentoring relationship provides learning opportunities for both participants, fostering mutual sharing and learning (Jacobs, 2022).







	2.The difference between coaching and mentoring?

	5 minutes
	(Slide 2)
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· (Activity) Ask the group to describe the difference between coaching and mentoring?

· Coaching and mentoring differ in several ways:

· Coaching is typically short-term, focused on improving specific skills or performance, and involves a formal, structured relationship between a coach and coachee. It is goal-oriented and often requires a professional with expertise in coaching techniques (Passmore, Stopforth and Lai, 2018).

· In contrast, mentoring is a longer-term, informal relationship where a more experienced individual offers guidance and advice for overall personal and professional development. Mentoring is less structured and aims to support career growth over time. While coaches are usually trained professionals, mentors draw on their personal experience to guide mentees (Gould, 2021).



	3. Coaching models to drive performance?

	5 minutes
	(Slide 3)
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· Coaching models can provide structured frameworks that guide individuals through goal setting, problem-solving, and personal development, helping employees to unlock their potential and improve performance. When applied correctly, coaching models can be a cost-effective development strategy, targeting specific individuals and their identified growth needs which help successional planning and employee retention at BNPR (Jones, Woods and Guillaume, 2016).

· By developing the skills of current employees, the need to recruit new staff can be reduced. Coaching can also improve motivation, helping to reduce staff turnover, improve productivity and therefore enhancing the overall guest experience. It demonstrates to employees that BNPR values them, fostering a sense of achievement for both the coaches and those being coached. Coaching is most effective when conducted in an atmosphere of trust and respect (CMI, 2020).














	4. Coaching Models?

	5 minutes
	(Slide 4)
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· One of the most widely used frameworks in coaching is the GROW model (Whitmore, 2017). This model was developed by Sir John Whitmore. It is a simple yet powerful tool that helps structure coaching conversations, focusing on achieving specific goals and outcomes. The acronym stands for Goal, Reality, Options, and Will: The model sequence demonstrates the solution-oriented nature of coaching. 

· I would recommend adopting the GROW coaching model, as it provides a clear, structured framework that promotes goal-setting, self-reflection, and actionable outcomes. By focusing on the specific goal, assessing the current reality, exploring options, and committing to concrete actions, it helps coachees take ownership of their development. The model encourages a solution-focused mindset and is flexible enough to be applied in various contexts, making it an effective tool for professional growth (Panchal and Riddell, 2020).


















	5. Coaching Models

	5 minutes
	(Slide 5) [image: ]


	
· An alternative coaching method is the OSCAR model. It is a solution-focused framework designed to guide coaching conversations and help individuals achieve their desired outcomes. The acronym stands for Outcome, Scaling, Know-How, Affirm and Action, and Review (Gilbert and Whittleworth, 2009).

· Outcome: This is the first step, where the coach helps the coachee define what they want to achieve. It is about setting clear, specific, and measurable goals for the coaching session or long-term development.

· Scaling: In this step, the coach asks the coachee to assess their current situation using a scale (e.g., from 1 to 10). This helps the coachee gauge how far they are from their desired outcome and helps identify progress, challenges, and areas for improvement.

· Know-How: This phase focuses on identifying the skills, knowledge, resources, and strengths the coachee already possesses. The coach encourages the coachee to explore what they already know and how they can apply it to reach their goal.

· Affirm and Action: At this stage, the coach affirms the coachee’s strengths and resources, providing encouragement. The coachee then commits to specific actions that will move them closer to their goal. These actions should be concrete and achievable.

· Review: Finally, the coach and coachee review progress and the effectiveness of the actions taken. The review helps ensure accountability, provides an opportunity to adjust the approach if needed, and keeps the coachee focused on their goals.

· According to Marcén et al., (2022) the OSCAR model is effective because it is practical and solution-focused, emphasising strengths, progress, and clear actions that lead to tangible results. It encourages the employee to take ownership of their development and motivates them to take action.





	6. Q&A

	5 minutes
	(Slide 6)
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	· Respond to questions, thank attendees.
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