Task 1 – Manager Lunch Time Sessions
	Timings
	Slide No.
	Slide
	Content

	Session One

	2 - 3 mins
	1
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	The crucial role that line managers have in influencing performance

	1 – 2 mins
	2
	[image: ]

	· Setting goals is important as it will align and motivate your team, 
· It provides clarity and sets out expectations, 
· Allows accountability for individuals performance (if goals are not achieved), 
· Allows your team to focus on the tasks set out and 
· Allows adaptability for decision-making and problem-solving.

	1 -2 mins
	3
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	· SMART goals benefit a team as they help achieve objectives, identifying strengths and weaknesses to help your team achieve the goals set (Leonard and Watts, 2022).

· As Yukl (2012) states that the essence of leadership is influential and facilitating individuals to accomplish their goals and improve the team/organisations performance.

	10 mins
	4
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Activity – ask managers to identify drawbacks to setting goals
	· As Locke and Lathan (1990) outline the potential drawbacks, they state that complexity of goals, interdependence, tunnel vision, failure to adapt and disengagement can be a risk to a manager setting goals for their team. 

· Albeit, when a manager can provide SMART goals for their team then it aligns the whole team and provides direction and success (Michalowicz, 2021).

	3 mins
	5
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Discuss with managers
	A manager’s success can be demonstrated through their teams’ actions and engagement, if the manager is actively engaged with their team, they will see goals being achieved, productivity will be high, and their staff retention will be a high rate (Gallup, 2024).

	5 mins
	6
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	· A manager should provide the right support and resources for an employee to conduct their job to the best of their ability, failing to do this, will be failing the employee’s success. 
· As McMunn (2020) expresses that a good manager will always look to improve and build a support network around them.
· Stepping back to analyse a situation, to understand if a manager needs to respond straight away will allow a manager to make the right decision (McMunn, 2020).
· Providing employees with the right support and resources allows the manager to understand employee performance, whether employees are satisfied in their roles as they will be more engaged, facilitates development opportunities if there are requirements and skills gaps, strengthens team dynamics and contributes to organisational success (Zhenjing et al., 2022).

	1 min
	7
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	· It can be argued that a manager’s role in team performance, is not solely on the manager. 
· Team performance is a shared responsibility and depends on the complexity of the organisation (Martin et al., 2018). 
· Also, Martin et al. (2018) suggests that the research shows team performance and morale is empowered throughout each team member and is not solely reliant on the manager.

	5 mins
	8
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Before advancing to next slide, ask managers “do you know what type of feedback your team want?”
	· Task leadership theory focuses on accomplishing tasks and achieving set objectives with a set timeframe (Carter, 2024). 
· An example of leadership theory could be seen when KPI’s are set in Lincoln Electric UK, the achievement of benchmarks and timeframes must be completed every quarter for figures to be included in the operational bonus.


	5 mins
	9
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Discuss the answers from the previous question
	· The importance of feedback ensures that a team feel they are recognised and motivated, they will understand the expectations of them, enhance their professional development, communication and relationship building, retain and engage the team and finally, feedback will improve the individual’s overall performance within the team (CIPD, 2023a). 
· Feedback will ensure that an employee will go that extra mile to ensure their job is conducted and that they are satisfied with the outcome.

	10 mins
	10
	[image: ]Activity – let the managers give their experiences and what they believe create managerial success
	As Pavel (2023) outlines the soft skills that a leader should demonstrate to achieve success, these include:
1. Leading by example – to practice the organisational values to motivate the team,
2. Problem-solving and conflict resolution – communicating ideas and showing empathy when facilitating and understanding situations,
3. Continuous improvement – to explore the ideas being highlighted and brought forward by the department,
4. Encouraging a positive workplace culture – ensuring that the team are effectively collaborating and working together,
5. Achieving organisational goals – producing high quality work at ease and ensuring delivery times are being met.


	Session 2

	1 -2 mins
	11
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	Introduce the session

	
	12
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	Leading by example is important when managing a team, as Bourke and Titus (2020) outline, a manager will need to demonstrate the following:
1. Demonstrate integrity to the team
2. Manager work ethic
3. Practicing clear, open communication with the team
4. Continuous learning
5. Encouraging teamwork
6. Showing empathy to the team
7. Strive for a work-life balance


	
	13
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	The importance of organisational structure helps employees define their roles and responsibilities within an organisation and/or team, this will help reduce confusion and minimise duplication errors throughout department collaborations (Gestaldt Consulting Group, 2023).

	
	14
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	Job design is important as it establishes the roles and responsibilities of, but the focus is to enhance the work processes, adding value an maximise the performance of employees (CIPD, 2023b). 

F. W. Taylor’s scientific theory of management suggests that to optimise job tasks and work processes, it improves the efficiency and the productivity of staff, his principles emphasise the standardisation and systematic approach to work processes (Economos, 2015).

	20 mins
	15
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Ask managers to think how they lead their teams, discuss for 10 – 15 mins.
	Effective team management involves a combination of leadership styles, it does not depend on only one style, it includes adapting to the team demands and being a versatile leader. 

As Miranda (2023) outlines, managers who lead with the following styles will have the best opportunity to lead an effective team, these include:
1. Democratic leadership – where managers allow team members to be involved in decision making,
2. Transformational leadership – managers will motivate, engage, empower and support their team to achieve their fullest potential,
3. Servant leadership – managers will prioritise the needs of their team, focus will be to support their employees,
4. Coaching leadership – this style demonstrates managers who help develop the skills of their employees to reach their potential,
5. Laissez-faire leadership – managers will adopt a hands-off approach but will allow the team to have freedom to make their own decisions and manage their own work,
6. Transactional leadership – managers will set out clear expectations and establish goals that need to be set,
7. Charismatic leadership – this style will allow managers to influence their team through their own values and personality.


	15 mins
	16
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Present slides and information, discuss with managers the traits they identify within their teams.
	The traits of an effective team demonstrate the following:
1. Psychological safety - this allows an employee to feel empowered to take risks, make decisions, have open and honest communications with peers, conflict can be openly discussed, promotes learning and individual growth whilst ensuring inclusivity where all members of the team feel respected and valued, creating an innovative and a stronger team within an organisation (McKinsey & Company, 2023),
2. Dependability – this is effective in motivating employees, allowing them to feel the team environment is positive whereby dependability can strengthen the team and increase the collaboration, Mazzetti and Schaufeli (2022),
3. Structure and clarity is important as it helps define the expectations of each team member,
4. Meaning and impact – when the team are working collaboratively and efficiently, this provides employees with a sense of job satisfaction and allowing them to feel valued, recognised and committed to their roles within the organisation (Shaughnessy, 2023).


	10 mins
	17
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	Team effectiveness can be planned and measured; Belbin’s team roles theory helps to identify behavioural characteristics that contribute to a team’s effectiveness (Belbin, no date), this allows a manager to plan and situate characteristics that will benefit the team effectiveness.

Measuring team effectiveness can include performance review, observing the team dynamics, understanding whether goals are being achieved, quality of work and benchmarking a team to standard practices (Wespi et al., 2023).


	
Session 3

	1 – 2 mins
	18
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	Introduce the topic

	5 mins
	19
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	An organisation can measure the retention of employees by analysing the proportion of employees with a specific length of service then presented in a percentage (CIPD, 2024a). Employee turnover is defined by the number of individuals who leave the organisation over a period of time, typically year to year (CIPD, 2024a).

	10 mins
	20
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Ask managers if they are aware of any retention strategies used within Lincoln Electric UK
	Providing development opportunities for employees is a crucial aspect to help retain staff and reduce the administrative costs of employee turnover and retention. 

As Crail (2023) gives an insight below into retention strategies that can be related to performance:
1. Regular feedback – one to one meetings, discuss areas of improvement and considering career aspirations
2. Recognition and rewards – verbal praise, performance related bonuses and promotions
3. Growth opportunities – involvement in cross-functional projects, mentoring opportunities, professional development and career advancement.


	10 mins
	21
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	The circle of employee engagement emphasises the importance of engaged employees, they will go the extra mile, and this will be presented through their work and interactions with peers, customers and additional stakeholders in the business (Mullins, 2019). 

Mullins (2019) states that a highly engaged company will have higher retention rates and a long term success, the organisation will become a desirable place to work.

	10 mins
	22
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	Increasing the performance of staff can be considered through performance related rewards and recognition, examples to implement could be:
1. Performance related bonuses – this allows the organisation to achieve overall success and to encourage a higher performance (CIPD, 2023c),
2. Merit increases – using a formal performance measurement to consolidate and understand if goals and tasks are being achieved, allowing LE UK to promote a fair working environment (CIPD, 2023c),
3. Promotions,
4. Project assignments,
5. Additional time off,
6. Peer recognition programme – this will increase the engagement in staff as ultimately, all staff would like to be recognised for their work (Guusto, 2023).


	5 mins
	23
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	The expectancy theory proposed by Vroom in 1964 is influenced by three contributing factors: expectancy, instrumentality and valence. 

Expectancy refers to effort leading to performance, instrumentality refers to performance will lead to outcomes and rewards and valence, the value of the individuals in the outcomes and how valuable it is to the individual (Sutton, 2024).

	10 mins
	24
	[image: ]
	Understanding LE UK’s push and pull factors will help Line Managers to enhance the pull factors in the organisation. The prevalent use of exit interviews is important to understand the push factors in LE UK, examples of push factors are: 
1. Negative working environment
2. Limited growth opportunities
3. Low job satisfaction
4. Lack of recognition
As Clark (2022) suggests that push factors might highlight underlying issues inside LE UK and will influence employees to leave the organisation and to combat push factors to intervene at team-level and organisational level. Team-level intervention uses tactics requiring managers to participate in training, implementing manage feedback systems and communicating with employees to understand their workloads (Clark, 2022).

Organisational intervention mean improving the communication from senior leaders to the bottom line, introducing and affirming the core values, robust learning management system as this can mean more interactive relations with staff (Clark, 2022).
	
Pull factors in an organisation can include many factors to help retain employees, a study conducted by Croner (2016) highlighted that employees will retain themselves within and organisation due to salary, opportunity for develop and growth and the potential for greater opportunities i.e. promotions and projects. 

The push and pull factors mentioned can all be measured through employee and organisational performance through one-to-ones, exit interviews and merit reviews.


	Session 4

	
	25
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	Introduce the topic.

	
	26
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	Policies and procedures allow LE UK to manage capability in the workplace, these include absence management, personal improvement plans and skills assessments and training.

Absence management allows an organisation to identify patterns and trends, it allows an organisation to provide adequate support to employees to ensure the employee can carry out their roles and responsibilities, offering return to work procedures to ensure an employee is able to return to work with fully restored capabilities and finally, managers can monitor and review performance through absence management to highlight if the employee is performing as expected (CIPD, 2024b).

A personal improvement plan (PIP) helps to identify areas for development, having a structured approach to enhancing an employee’s skills and overall performance and capability for their role (Aldarwish, 2024).

Managing the skills and training for employees, helps a manager to identify the strengths and weakness of the employee, it helps the managers to identify skills gaps and whether there are any development programmes to support areas of improvement (Creasey, 2024).

	
	27
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	Effective absence management procedures can help support an individual’s capability and provide adequate support (if needed) to employees.

As Hodson (2024) suggests absence management can help the following:
1. Identify trends – a manager may need to refer the individual for a health assessment to understand how the health concern is affecting the employee’s capability to carry their role out,
2. Early intervention to offer support will help LE UK to follow procedures against protected characteristics and no employee is at a disadvantage,
3. Record keeping to support potential future capability procedures and providing evidence to back this protocol up, 
4. Performance monitoring – this can help identify risks to the business as if a member of staff is not fit to be conducting their role, in some cases, the manager should be able to see how the employee is physically conducting their role, 
5. Supporting the employee with reasonable adjustments as this is a legal obligation, this may even be phased return to works and change of terms and conditions to their contract,
6. Policy adherence to ensure fairness throughout capability procedures.
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	Leavism is when an employee uses allocated time off i.e. annual leave or sickness to catch up on work, Westfield Health (2022a) have broken leavism into three categories:
1. Using allocated time off,
2. Taking work home that is not completed during an employee’s normal working hours,
3. Conducting work whilst on holiday/leave.

Presenteeism is the act of attending working when the employee is physically and mentally not well enough to be in work (Westfield Health, 2022b), this could increase the risk to the business as mistakes are made albeit the performance of the employee has decreased. 


	
	29
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	To combat the leavism and presenteeism in the workplace, the manager will need to lead by example, encourage flexible working arrangements, embed a supportive culture and establish the policies within the organisation, and should this not help, offer support through employee assistance programmes to help with the employee’s wellbeing (Personnel Today, 2020).

	
	30
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	Personal improvement plans provide a framework to help the employee identify their strengths and weaknesses, it allows them to achieve set goals and targets that will contribute to the success of their role within the organisation. 

There are a few protocols that a manager can conduct to enhance the capability of their team, these include: 
1. Locke’s Goal Setting theory (Locke, 1968) – to adopt the Locke’s goal setting theory, his research suggests that by setting goals, providing the appropriate feedback, can and will motivate employees,
2. Identify areas of development,
3. Provide feedback and guidance,
4. Create accountability for the employee,
5. Support the employee’s development by identifying the skills gap in the role being conducted,
6. Encourage regular reviews and self-reflection.


	Session 5

	1 – 2 mins
	31
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	Introduce the topic.

	4 mins
	32
	[image: ]
	The term coaching is a term is aimed at an individual's skillset, performance and development but it has a structured and systematic approach towards the employee's job responsibilities (CIPD, 2023d). It involves a collaborative relationship between the Manager and employee.

	5 mins
	33
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Ask managers if they understand what mentoring means.
	The CIPD (2023d) suggests that mentoring in the workplace involves a more senior employee sharing knowledge to an inexperienced colleague, to help support and guide the development of the inexperienced employee. A distinct key factor in mentoring suggests that it can be lengthy more than coaching (CIPD, 2023d).

	5 mins
	34
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	Also, Reeves (2023) proposes that coaching and mentoring offer a more personal experience and approach to the employees learning and development, often through repetition and reinforcement skills and knowledge are remembered.

	10 mins
	35
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	Using a coaching model in the workplace helps to provide a clear process and structure for the employee to follow, coaching becomes more effective and efficient whilst a coaching model can help the employee to stay focused on their goals, alternative options for learning and to stay committed to their actions (LinkedIn, 2024).

	10 mins
	36
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	The GROW model was developed by Whitmore (2009) who states that “coaching is unlocking peoples potential to maximise their own performance and it helps them to learn rather than teach”. 

By adopting the GROWS model (Whitmore, 2009), it allows the employee to develop their behaviour through developmental stages, mapping out their goals, what they need to achieve, is there any opportunity and the commitment and will to cement their learning in the workplace (Panchal and Riddell, 2020).

	10 mins
	37
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Ask managers do they see the benefits of using the GROW model.
	There are several advantages to using the GROW model in the workplace as it can increase the productivity in Lincoln Electric UK, it can improve the communication and relationships between departments and those receiving the coaching, in return it enhances the working environment for employees and allows the employee to be more self-confident (Upskillist, no date).

Contrary, the GROW model is too fixed for use, coaches who follow this model might miss opportunities and there might be other leaders within the business who allow more fluidity when coaching, finding the right person to train will allow the employee to explore their skills whilst being trained as they will be find their own skills and development ideas to focus on (Somers, 2019).

	5 mins
	38
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	The 70:20:10 model is to highlight to leaders and managers that learning, and development is part of an employee daily routine, but this does not withstand that Lincoln Electric UK diminish formal training for their employees (MindTools, 2024).

	10 mins
	39
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Discuss with managers how they see mentoring fitting into their departments.
	There is no set framework to follow when mentoring but there are examples of best practice, diverse support to employees through mentorship, examples of such mentorships are set out by UN Women (2020):
1. Traditional or one-to-one
2. Peer mentoring
3. Mentoring circles
4. Reverse mentoring

Lincoln Electric UK have implemented a policy for mentoring called ‘The Buddy Programme’ (REFERENCE). This allows a new employee to pair up with an existing member of staff to provide support and feedback about the organisation’s operations, strategy, culture etc.


	10 mins
	40
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	Mentorship can play a pivotal role in the employee’s experience when learning and developing, as Poueriet (2023) emphasises benefits of mentoring in the workplace and how it can support the transfer of knowledge between the mentor and mentee, enhances career development for both, skillset expands, the mentee’s confidence build, and the organisational culture strengthens.


Nevertheless, mentoring does come with some limitations, the mentor and mentee must ensure that there is clear communication on the expectations of both parties, there can be constraints on the time and resources being spent within the organisation, the mentee may become dependent on the mentor, the number of mentors in Lincoln Electric UK might be limited so therefore, choosing the right person could prove difficult, and, there is a strong potential for bias throughout this supportive tool (Hill, et al. 2022).
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