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Welcome to our Lunchtime Learning Sessions for Line Managers. 
Over five weeks, these sessions will equip our managers with skills to lead high-performing teams. Attendance is encouraged but not mandatory. 
Sessions, each lasting 1 hour, will be held weekly on a Wednesday in person during lunchtime in the conference room. Food and drinks will be provided. Topics include:
[bookmark: _Hlk165966462]Week 1 - The crucial role of line managers in influencing performance
Week 2 - Leading effective teams: evidence and practice.
Week 3 - Strategies for employee retention.
Week 4-   Approaches to managing capability.
Week 5 - The use of coaching and mentoring in assisting performance. 
(not in word count)

Session 1 - The Crucial Role of Line Managers in Influencing Performance
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Icebreaker – 5 minutes
[image: A group of white pieces of ice on a blue surface

Description automatically generated]

Introduction and Objectives – 5 minutes
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Today, we'll delve into the critical importance of line management in organisational success (CIPD, 2024). We'll analyse how effective management practices directly impact productivity, quality, and team cohesion. By understanding these dynamics, we can better navigate challenges and optimise performance in the manufacturing context.
The Role of Line Managers – (8 minutes)
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Line management drives productivity and quality through supervision, coaching, and leadership (Ibarra & Scoular, 2019). Effective practices extend to mentorship and empowerment  (Armstrong, 2016). Examples from Toyota and GE highlight feedback, development, and collaboration (Foster Capital, 2024), but success depends on organisational context  (Zaleznik, 2004); (McKinsey & Company, 2021). 


Aligning with organisational success: 7 minutes
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Highlight alignment of training principles with The Safety Letter Box’s values and strategic objectives (Brassey, et al., 2019) (The Safety Letter Box Company Ltd, 2023).
Emphasise how effective line management, psychological safety, and SMART goals support transparency, accountability, and continuous improvement  (Gallo, 2023);  (Armstrong, 2018) (Hutchinson, 2013).
Connect implementation of these principles to driving team success and creating a culture of excellence and innovation.
Discuss strategies for integrating these principles into daily operations.

Effective Line Management Practices (5 minutes)
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Effective line management practices enhance team performance, efficiency, and proactive improvement  (Rees & French, 2016)  (Watson & Reissner, 2014).
Ineffective line management can cause bottlenecks, low morale, and quality issues, harming productivity, and success (CIPD, 2023); (Shaban, et al., 2017).

Case Studies – (10 minutes)
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Examples: Toyota's lean principles show effective line management, boosting efficiency (Potter, 2021). Inadequate management causes delays and defects (Shih, 2022).
Effective line management requires planning, training, and cultural alignment. Overcoming challenges like resource constraints is crucial. Reflecting on practices helps identify strengths and areas for improvement  (McKinsey& Company, 2023)
Tuckman's Model: (6 minutes)
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Tuckman's model is a widely recognised framework that describes the stages of group development, providing insights into how teams evolve over time. 
The model consists of five stages:
Forming: Initial stage characterised by orientation and exploration as team members establish roles and objectives.
Storming: Conflict emerges as team members express individual perspectives and vie for influence.
Norming: Resolution of conflicts and establishment of cohesive norms and procedures.
Performing: Peak stage of productivity and synergy as the team operates efficiently.
Adjourning: Final stage marked by task completion and disbandment. (Stein, n.d.)
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Tuckman's model isn't linear; teams may regress or overlap stages, requiring adaptation. Encouraging reflection on the team's stage and strategies is crucial (The Open Univeristy, 2024).

Key Qualities of a successful Line Manager – (7 minutes)
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Communication: Vital for line managers in manufacturing, ensuring clarity, collaboration, and conflict resolution. 
Empathy: Builds trust and morale, crucial for productivity in manufacturing teams 
Constructive Feedback: Develops continuous improvement in fast-paced manufacturing environments.
Adaptability: Crucial for navigating technological and market changes efficiently 
Leadership: Inspires teams toward goals, essential for performance in manufacturing.
Balance and reflection are vital for line management success (CIPD, 2015) (Goodwin, et al., 2023)
Psychological Safety in Teams (6 minutes)
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Psychological contracts are crucial for understanding employee reactions to breaches.
Recent studies extensively discuss the role of psychological contracts in employee retention  (CIPD, 2024).
Psychological safety develops an environment where team members freely express themselves.
Encourages innovation and high performance through open communication.
Trust, respect, openness, and supportiveness are vital for psychological safety.
High psychological safety correlates with increased productivity, collaboration, and resilience  (Horn, 2009); (Gallo, 2023).







Real life discussion – (5 minutes)
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Models and Theories for Leadership – (6 minutes)
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Tuckman's Model: Describes teams' journey from formation to disbandment with stages like forming, storming, norming, performing, and adjourning. 
Adapting Leadership: Leadership styles change with team stages.

Use directive or coaching style in forming, participative or coaching in storming, supportive or delegative in norming, delegative or transformational in performing, and coaching or affiliative in adjourning  (Armstrong, 2018);  (Bonebright, 2010). 
Reflect on your team's stage to adjust leadership. 









Applying Theory to Practice – (6 minutes)
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Daily Stand-ups: These meetings promote communication, ensuring alignment with organisational goals.
One-on-One Meetings: Personal sessions enhance employee growth and engagement through feedback and coaching.
Performance Reviews: Regular assessments align individual goals with organisational objectives.
Goal Setting: SMART goals motivate team members, contributing to organisational success.
Recognising Achievement: Celebrating accomplishments reinforces desired behaviours.
Ensuring Alignment: Leadership actions aligned with values create trust and cohesion.
Continuous Improvement: Encouraging learning supports innovation and adaptability.
Customising management practices to manufacturing is vital for productivity and satisfaction, requiring planning, training, and evaluation. 
Practices like clear communication and goal alignment encourage excellence, aligning with goals  (Rogelberg, 2022);  (Armstrong, 2016);  (Rees & French, 2016),(Hutchinson, 2013); (Horn, 2009) (Watson & Reissner, 2014)





Key Takeaways: (5 minutes)
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Line managers extend beyond supervision, impacting team performance through mentorship and empowerment. 
Practices like feedback and collaboration boost efficiency, supporting continuous improvement. 
Psychological Safety: Trust and openness develop innovation and higher performance. 
Adaptive Leadership: Tuckman's model guides adjusting styles to team development. 
SMART Goals: Ensure clarity, accountability, and alignment with objectives. These insights stress adaptation, commitment, and cultural alignment. Line managers can apply them in manufacturing for success (Mazzetti & Schaufeli, 2022) (CIPD, 2024).
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Appendix

Appendix 1 – Case Studies
Appendix 2 – Feedback survey Form
Appendix 3 – Glossary of Terms
Appendix 4 – Smart Goals Assessment tool
Session 2 - Leading Effective Teams: Evidence and Practice.

[image: A chalkboard with text on it

Description automatically generated]
Today, we'll explore the crucial role of effective team leadership in driving success (CIPD, 2023) (Watson & Reissner, 2014). By the end, you'll understand what it takes to lead teams effectively and its impact on our goals.
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A post-it Note with a famous leader's name. Describe the person on your colleague's note without revealing it. The challenge is for the person with the note on their head to guess the leader's identity. After guessing, we'll reveal and discuss.
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• Understand effective team leadership (Armstrong, 2016) 
• Explore leadership styles and applications 
• Apply leadership concepts in real-world scenarios
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In this section, we'll discuss the importance of effective team leadership for organisational success. Effective teams drive productivity, innovation, and satisfaction (Watson, et al., 2020). We'll explore team leadership in manufacturing, drawing from Armstrong's Performance Management Cycle and real-world examples from Toyota (Toyota, 2024). Let's understand how effective team leadership enhances organisational excellence.
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Effective team leadership fundamental in driving success within the SLBC. Leadership impacts innovation and productivity, and shapes ethical decision-making (The Economic Times, 2023). Porter highlights leadership's competitive advantage, but we must assess its relevance to SLBC (Porter, 1985). Let's explore leading effective teams for collaboration, communication, and accountability (Management in Practice, 2023).
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Leadership styles are pivotal in shaping team dynamics and organisational success in manufacturing (Cakir & Adiguzel, 2020). Acknowledging Kurt Lewin's classification of autocratic, democratic, and laisses-faire styles (Carlin, 2019), we lay the foundation for our discussion. This framework allows us to explore each style's nuances and applications in manufacturing contexts.
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While acknowledging the evolution of leadership styles, particularly Tannenbaum and Schmidt's emphasis on situational leadership, we'll critically analyse each style. Examining their strengths, limitations, and applicability in manufacturing, we aim to inform and improve our leadership practices, developing innovation and collaboration in the manufacturing environment (Tannenbaum & Schmidt, 1973).
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Participants play the Leadership Style Matching Game, matching styles with scenarios, developing teamwork and discussions on effective leadership. It's an interactive way to apply knowledge practically (Appendix)
[image: A hand pointing at a questionnaire

Description automatically generated]
The Belbin questionnaire, a tool for identifying team roles and strengths. Developed by Dr. Meredith Belbin, it helps individuals understand their contributions in a team. It enhances collaboration and performance. However, results should be critically analysed (Belbin, 2024). Appendix - Belbin
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The role of metrics is key in assessing team performance and guiding decisions. Leaders use key performance indicators (KPIs) to gauge effectiveness and identify areas for improvement. Metrics should align with goals and prioritise employee well-being. We'll also discuss ethical considerations and reflect on performance targets' implications (Mind Tools, 2024) (Setiawan & Purba, 2020).
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In this section, we'll explore data-driven HR practices, like Google's approach, for recruitment and engagement (Inside HR, 2023). Leaders must ensure fairness in analytics, guided by ethics. We'll discuss aligning leadership actions with outcomes and effective strategies using a case study as a handout. Appendix 3
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From theory to practice, exploring real-world case studies from the manufacturing industry. These studies offer practical insights into how leadership theories are applied in diverse scenarios. Review the handouts, considering the strategies used, challenges faced, and outcomes achieved. We'll analyse these cases to extract valuable lessons for our leadership practices Appendix -Case studies (McGiboney, 2018).
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Let's integrate organisational values into leadership actions, emphasising integrity, quality, and collaboration. Aligning leadership practices with these values drives success in manufacturing. Reflect on how your leadership embodies these core values (Williams & Andersen, 2023).
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1. Leadership Styles: Recognise diverse styles and their impact on teams.
2. Adaptability: Understand the importance of flexible leadership.
3. Team Collaboration: Develop teamwork, communication, and engagement.
4. Values Integration: Align leadership with organisational values.
5. Continuous Improvement: Embrace ongoing learning for better leadership.
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Evaluating training ensures objectives are met and goals achieved. Feedback guides future improvements. Remember, training is ongoing; action planning and follow-up drive continuous improvement (Safety Culture, 2024). Share feedback via the provided link or QR code on SurveyMonkey to shape future programs.
Appendix 5 – Action Plan Worksheet
Appendix 6 – Belbin Team role questionnaire
Appendix 7 – Case Studies
Appendix 8 – Feedback Survey
Appendix 9 – Leadership game

Session 3 - Strategies for Employee Retention
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Today, we're delving into essential retention strategies for the manufacturing sector, crucial for our success. We'll highlight the pivotal role of line managers and introduce Hersberg's Two-Factor Theory and Equity Theory to better understand employee motivations (Indeed Editorial Team, 2023) (Nickerson, 2023). Let's explore how these strategies align with our organisational goals and address key challenges.
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Icebreaker the 'Brand Association Challenge.' Fun way to explore why certain brands stick in our minds and what that says about our preferences. Choose a brand from the list, jot down why you like it, and we'll discuss. 
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Our company values—integrity, accountability, and quality—guide our retention strategies, ensuring they're effective and ethically grounded. Integrity ensures ethical and transparent strategies. Accountability holds us responsible. Quality drives excellence. Collaboration promotes teamwork. Passion fuels dedication. People First prioritises employee well-being. Community extends our impact (Odom, 2023) (CIPD, 2024).
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· Understanding the dynamics of employee performance through data analysis is crucial in our journey toward effective retention strategies (Cambridge Spark, 2023).
· Metrics such as turnover rates, absenteeism, and engagement scores provide invaluable insights into our workforce's behavior and needs.
· Recent research, as highlighted by (Hartner-Tiefenthaler, 2021), underscores the importance of considering power dynamics in employee motivation.
· By integrating this understanding into our analysis, we can develop more targeted and impactful retention strategies.
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Exit interviews offer vital insights into employee departures, guiding our retention strategies. Managers need support and training to conduct them effectively, ensuring proper handling of sensitive information like harassment disclosures (Spain & Groysberg, 2016) (Stewart, 2023).
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Employee turnover is complex, influenced by internal and external factors. To retain employees, we must address pay, advancement, and job satisfaction. Customising our efforts is crucial for long-term engagement (Chowdhury, 2016) (CIPD, 2022). 
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Hersberg's Two-Factor Theory and Equity Theory, vital for understanding employee retention. Hersberg's theory highlights the need to address both hygiene and motivational factors for effective strategies (Main, 2023). Equity Theory emphasises fairness in compensation and advancement, crucial for manufacturing teams. By leveraging these insights, we can develop targeted retention strategies tailored to our workforce dynamics (Davlembayeva & Alamanos, 2023).
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Real-world examples offer valuable insights into retention strategies. For instance, LinkedIn’s recognition program boosted job satisfaction, while Facebooks fair compensation approach improved morale. Let's adapt these strategies to our teams. Discussion prompts will enhance engagement and relate case studies to our session's objectives, aiding practical application to our retention strategies (Crail, 2024) (Tolentino, 2015).
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1. Understanding employee motivation is crucial for effective retention strategies.
2. Employee turnover is influenced by both internal (push) and external (pull) factors.
3. Theoretical frameworks like Hersberg's Two-Factor Theory and Equity Theory provide valuable insights.
4. Utilising performance data helps identify retention challenges.
5. Ethical considerations, such as confidentiality in exit interviews, are essential.
6. Real-world case studies offer valuable lessons for implementing retention strategies.
7. Aligning retention strategies with company values promotes organisational culture and employee loyalty.
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Feedback is essential for evaluating and improving training. Continue the process with action planning and follow-up. Please share your feedback through the provided SurveyMonkey link or QR code (Gnepp, et al., 2020).
Appendix 10 –Case Studies
Appendix 11 – Ethical Guidelines
Appendix 12 – Feedback Survey
Appendix 13 – Retention Strategy planning template








Session 4 - Approaches to Managing Capability

Managing capability in manufacturing teams. We'll explore strategies for enhancing team performance. Effective capability management nurtures improvement and operational excellence. We'll discuss common challenges, focusing on proactive solutions for competitiveness.


Ice Breaker: "Strengths and Weaknesses" We'll explore capability management creatively through fictional characters. I'll introduce ten characters. Each pick one, reflects on strengths and weaknesses, then we'll discuss as a group. 

Integrity: Crucial for fairness and ethical standards.
Accountability: We take responsibility for results.
Quality: We strive for excellence.
Collaboration: Leveraging strengths for effective solutions.
Passion: Driving continuous improvement. 
People First: Prioritising well-being and development.
Community: Demonstrating social responsibility. 
Embedding these values develops success

Managing capability in manufacturing teams is critical for productivity and goal achievement. Key challenges: absenteeism, presenteeism, and underperformance, exploring effective strategies. 
To tackle underperformance, clear expectations, feedback, and training are vital. 
Presenteeism impacts team performance, requiring a supportive environment and stress reduction resources. 
Absenteeism disrupts workflow, but flexible arrangements and assistance programs can mitigate its impact. 
Addressing capability challenges enhances success, optimising efficiency and maintaining quality standards


A crucial aspect of capability management: evaluating training programs using the Kirkpatrick Model, developed by Donald Kirkpatrick in the 1950s. Let's consider the significance of the Kirkpatrick Model. It's more than just feedback; it's about understanding training impact across levels, from individual reactions to organisational results. This underscores the importance of a systematic approach to training evaluation, ensuring alignment with organisational goals.

Line Managers are pivotal in driving team performance and capability. Leveraging the Kirkpatrick Model enables you to identify training strengths and weaknesses, tailor interventions, and demonstrate the value of your efforts in enhancing team capability. It's about pinpointing areas where training excels and falls short, allowing you to address the specific needs of your team members and drive tangible results.

Setting SMART goals is fundamental in managing capability. SMART goals offer a structured framework for defining objectives that are Specific, Measurable, Achievable, Relevant, and Time-bound, driving team performance and enhancing organisational success. 
SMART goals ensure clear, measurable, and achievable objectives aligned with organisational goals. They provide clarity, alignment, and accountability, developing a culture of continuous improvement. 
SMART goals guide performance expectations, identify development needs, and measure progress, enhancing team effectiveness and driving organisational objectives.Top of Form


The Performance Management Cycle is essential for managing team capability, guiding us through goal setting, performance monitoring, feedback, and development. It's about developing continuous improvement and aligning performance with organisational goals. Timely feedback and accessible development are essential for team effectiveness. However, its effectiveness depends on factors like goal quality, feedback frequency, and access to development. Managers must prioritise fairness and adapt the cycle to evolving organisational needs

Practical strategies to promote work-life balance are crucial for team productivity. Flexible working arrangements, Employee Assistance Programs (EAPs), and time management techniques combat presenteeism and enhance capability.
Encouraging flexibility, offering EAPs, and promoting time management empower employees, boosting productivity. Prioritising work-life balance reduces stress and develops a positive work culture, maximising performance.
Flexible arrangements and EAPs effectively boost well-being among employees


Legal obligations in manufacturing management are crucial for compliance and employee rights. Line managers play a pivotal role in ensuring fair treatment, safety, and diversity. Failure to comply can lead to legal challenges and reputational damage. Staying informed and proactive is essential.
Managers must ensure fair treatment, comply with non-discrimination laws, and safeguard privacy. This includes providing clear performance standards, equal training opportunities, and confidential handling of information. Regular training is vital to stay compliant.


Understanding lean principles is vital for organisations aiming for efficiency and excellence. Lean methodologies focus on waste reduction and continuous improvement, offering a systematic approach to productivity enhancement. Integration with effective leadership styles emphasises collaboration, empowerment, and continuous learning. By integrating lean principles into management practices, organisations develop a culture conducive to long-term success.

Exploring a Brazilian automotive parts manufacturer's case study showcasing successful integration of lean manufacturing principles and effective leadership strategies, driving team capability and performance enhancements. 
• Lean Manufacturing: Focus on waste reduction and continuous improvement led to productivity and quality improvements. 
• Leadership Impact: Effective leadership developed innovation and engagement. 
• Outcome: Integration of lean principles and effective leadership resulted in increased efficiency and improved quality. Refer to detailed case study handout for insights Appendix.

Highlighted crucial capability management aspects: absenteeism, presenteeism, and frameworks like the Kirkpatrick Model and Performance Management Cycle.
Emphasised proactive management's significance in enhancing productivity and sustaining competitiveness in manufacturing teams. 
Encouraged practical application of session learnings, driving continuous improvement in teams and organisations. 
Let's commit to applying these principles for ongoing success



Appendix 14 – case Studies
Appendix  15 – Feedback Survey
Appendix 16 – Further learning – Kirkpatrick model and Performance Management Cycle


According to Warren Bennis, "Leadership is the capacity to translate vision into reality" (Bennis, 2023). This quote, retrieved from the Royal College of Surgeons London website, encapsulates the essence of effective leadership in guiding organisations toward their goals.







Coaching and mentoring are essential in our manufacturing environment, aiding skill development, motivation, and growth mindsets. Integration by line managers is vital for talent development and performance improvement

Overview: Coaching focuses on immediate skill development, while mentoring offers long-term career guidance.
Critical: Line managers must grasp these distinctions to support employee growth effectively.
Impact: Coaching enhances productivity, while mentoring develops talent retention.
Analysis: Balancing both approaches develops a supportive environment for short and long-term goals.


Sets the stage for discussing coaching and mentoring within the organisation.
Core Values: Highlights the alignment of coaching and mentoring with core values like Integrity, Accountability, and People First, reflecting strategic talent development.
Critical Assessment: Emphasises the importance of evaluating coaching and mentoring initiatives to ensure effectiveness and address potential challenges.
Rigorous Analysis: Commits to thorough examination of the impact and relevance of coaching and mentoring, promoting evidence-based decision-making and organisational learning.


Introduces the GROW model as a structured coaching approach by Sir John Whitmore.
Outlines the four components of the GROW model: Goal setting, Reality understanding, Options exploration, and defining the Way Forward. Appendix
Acknowledges the model's simplicity for goal clarity and commitment but highlights concerns about oversimplification in complex coaching scenarios.
Discusses the model's relevance in manufacturing, including goal setting, problem-solving, and action planning for operational improvement


OSCAR model - a structured framework for coaching and mentoring conversations.
Components of the OSCAR model: Observation, Situation, Challenges, Actions, and Review.
Emphasis on active listening and reflection but notes potential limitations due to its rigid structure in addressing unique scenarios.
Discusses how the OSCAR model guides supervisors in monitoring performance, addressing challenges, implementing improvement strategies, and developing development within manufacturing teams. Appendix


Implementing coaching and mentoring in manufacturing requires open communication, clear goals, constructive feedback, and skill development. These strategies optimise performance, enhance engagement, and drive sustainable growth.

Case Study Handouts: I'll provide detailed analyses of coaching and mentoring initiatives from companies like Whessoe Oil & Gas and St. John’s Ambulance. These case studies highlight challenges, strategies, and outcomes. Reflect on the slide's questions to gain meaningful insights during our discussion. Appendix

Coaching and mentoring align with our core values, enhancing performance, developing collaboration, and cultivating a supportive community. Integrating these initiatives reinforces our commitment to excellence and drives organisational success.

Reflecting on key takeaways: Coaching and mentoring drive a culture aligned with our values, enhancing performance, collaboration, and community. Consider applying these concepts to drive success in your role and contribute to team and organisational growth








Please provide feedback on the training session by following the link to the feedback questionnaire provided or scanning the QR code. Your input is valuable for improving future sessions. Appendix.
Appendix 17 – Grow Model Example
Appendix 18 – Oscar Model Example
Appendix 19 – Feedback Survey
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Executive Summary
This executive summary presents a comprehensive analysis of goal-setting strategies tailored to SLBC's manufacturing environment. Drawing on theoretical frameworks and empirical research, the report examines the advantages and challenges associated with individual and team-based goals, ultimately advocating for the adoption of a hybrid goal-setting model.
The critical analysis underscores the significance of goal setting in organisational performance, highlighting the motivational and collaborative benefits of both individual and team-based goals. Leveraging theories such as Locke and Latham's Goal Setting Theory (Locke & Latham, 1990), Vroom's Expectancy Theory (Vroom, 1964), and Adams' Equity Theory (Adams, 1963), the report delves into the nuanced dynamics that influence employee behavior and organisational outcomes.
Key findings reveal that while individual goals offer clarity and accountability, team-based goals encourage collaboration and synergy within teams. However, both approaches present unique challenges, including goal displacement, conflict, and potential for unethical behavior. By integrating diverse perspectives and considering the complexities of goal setting, SLBC can develop a hybrid model that capitalises on the strengths of individual and team-based goals while mitigating risks.
The recommendations propose a phased implementation of the hybrid model, emphasising the alignment of goals with SLBC's core values and strategic objectives. This includes initiating a companywide roll-out of a hybrid goal-setting model, investing in leadership development, and establishing robust feedback mechanisms to ensure clarity and accountability.
By aligning individual aspirations with collective objectives, SLBC can cultivate a motivated, productive, and united workforce. The anticipated benefits of the hybrid goal-setting model include increased productivity, employee retention, and innovation revenue, driving organisational success at the SLBC.
In conclusion, the strategic importance of planning goals cannot be understated. By adopting a hybrid approach that balances individual and team goals, SLBC can not only enhance operational efficiency and innovation but also promote employee engagement and satisfaction. This reflects a commitment to excellence and inclusivity, positioning SLBC for sustained success in the competitive manufacturing sector.
     Introduction 
The purpose of this report is to critically evaluate the effectiveness of team-based goals versus individual goals within SLBC. Recognising the potential impact that goal orientation has on performance, this report will explore how goal setting strategies can be optimised to align with The Safety letter Box’s strategic values of integrity, accountability, quality collaboration, people first and community (The Safety Letter Box, 2024; Van Oijen, 2020; Steinmann, 2018).
In this report, our aim is to investigate the integration of team goals alongside individual goals, assessing how this approach can enhance performance and encourage teamwork within the manufacturing industry. Drawing from research and industry best practices, I will offer actionable recommendations that align with our goals and values, aimed at promoting high performance and nurturing a unified team culture.
The importance of goal setting in organisational performance has been widely acknowledged in management literature. While McKinsey emphasises the benefits of shared learning objectives within teams (Albaharna, et al., n.d.), other scholars have underscored the potential drawbacks of overemphasising team goals at the expense of individual accountability Additionally, while the Harvard Business Review advocates for the use of objectives and key results (OKRs) to enhance alignment and accountability (Gothelf, 2020), recent studies have highlighted the need for a balanced approach that considers both individual and team-based goals (Armstrong, 2018; Sarkar, 2023)

      Main Findings
While goal setting is recognised as vital for organisational performance, scholars caution against a one-size-fits-all approach. (Pervaiz S, 2021) emphasises its motivational role, highlighting its potential to guide employee behavior and decision-making. However, the CIPD's technical report (CIPD, 2016) urges consideration of individual differences and potential drawbacks, suggesting that goals should not be applied indiscriminately. Balancing these perspectives is crucial for effective goal-setting implementation. 
The literature supports the benefits of well-defined goals, including enhanced productivity, innovation, and employee satisfaction (Indeed Editorial Team, 2022; Steinmann, 2018). However, it's essential to critically assess how these benefits align with our organisation and individual needs to ensure goal-setting practices are tailored and effective.
The examination of individual and team-based goal structures within SLBC unveils dynamics that necessitate a balanced approach to goal setting (The Safety Letter Box Company Ltd, 2024). Individual goals, characterised by precise targets for each employee, offer clarity and accountability (van der Hoek, 2018; Latham, 2002; Armstrong, 2016). They align personal aspirations with company objectives and facilitate tailored feedback for employee development (Horn, 2009). However, an overemphasis on individual goals may lead to siloed behavior and hinder collaboration (Bento F, 2020).
Team-based goals are advantageous, they leverage collaboration and synergy, encouraging communication and shared responsibility (CIPD, 2023; Rees, 2016; Watson & Reissner, 2014). Social facilitation theory suggests that the presence of others can enhance performance on familiar tasks due to increased motivation (Christensen, et al., 2023). Moreover, Tuckman’s model of group development illustrates how teams progress through stages like forming, storming, norming, and performing to achieve high performance, underscoring the importance of team cohesion and shared objectives (Wei, et al., 2023). Carron’s conceptual model of cohesion further emphasises the value of team-based goals by distinguishing between task and social cohesion, both of which contribute to the alignment of efforts and effective teamwork (Arlin Cuncic, 2023) It suggests setting and pursuing team-based goals encourages collaboration and aligns with the collaborative nature of teamwork​​.
The psychological impact of team versus individual goals is profound, suggested by motivational theories such as Maslow’s hierarchy and Herzberg’s Two-factor theory (Nickerson, 2023). Maslow's hierarchy implies that team goals may fulfil higher-order needs like belonging and esteem, resonating with SLBC's value of 'people first' and encouraging employee engagement and dedication (David, 2014; Mcleod, 2024). Similarly, Herzberg's Two-factor theory suggests that team goals contribute to a sense of achievement and recognition, enhancing job satisfaction and driving performance. (Alrawahi, et al., 2020)
Locke and Latham's Goal Setting Theory emphasises that clear, challenging goals boost individual performance but can lead to competition rather than collaboration if misaligned within teams (Latham, 2002). Vroom's Expectancy Theory highlights that individuals are motivated by the expectation of achieving valuable rewards, which can develop teamwork if collective goals are perceived as both achievable and rewarding (Vroom, 1964). However, differing effort expectations can cause uneven contributions. Adams' Equity Theory underscores the importance of fair rewards distribution. In teams, perceived inequity can demotivate individuals if contributions and rewards aren't proportional, while fair rewards sustain individual motivation (Adams, 1963). A balanced application of these theories requires careful alignment to ensure both individual and team goals complement each other effectively.
Critical analysis of research reveals contrasting perspectives on the efficacy of individual versus team-based goals. While (Christensen, et al., 2023) advocate for the advantages of team goals in encouraging a collaborative environment, (Cross, et al., 2016) shed light on the importance of individual metrics in driving personal accountability and performance and how too much teamwork, can result in collaborative work becoming lopsided. Considering this, an integrated approach that balances the motivational benefits of individual goals with the collaborative spirit of team goals emerges as the optimal strategy for SLBC (Armstrong, 2018; Hutchinson, 2013).
Furthermore, the exploration of unintended consequences highlights the need for proactive measures to mitigate risks associated with goal setting. Goal displacement and conflict can undermine collaboration and effectiveness within teams, while the pressure to achieve goals may promote unethical behavior among employees (Schweitzer, et al., 2004). By promoting transparency, ethical considerations, and equitable performance measurement systems, SLBC can ensure that its goal-setting practices align with organisational values and promote a culture of integrity and collaboration (Pervaiz S, 2021).
In summary, a hybrid goal-setting model that integrates individual and team-based goals is recommended for SLBC. By critically analysing research findings and theoretical frameworks, SLBC can develop a strategic approach to goal setting that optimises employee motivation, engagement, and performance while creating a cohesive team culture aligned with the company's values and objectives.

                                   Recommendations 
SLBC is recommended to adopt a hybrid goal-setting model that amalgamates individual and team-based goals. This approach ensures a balance between personal accountability and collective collaboration, leveraging the strengths of both strategies while mitigating associated risks.

Initiate a companywide roll-out of a hybrid goal setting model:
Utilise insights from McKinsey's emphasis on shared learning objectives within teams to highlight the importance of collective efforts in driving performance (Albaharna, et al., n.d.).
Acknowledge potential challenges identified by regarding overemphasising team goals and provide strategies for mitigating these challenges, such as clearly defining individual accountability within the hybrid model (Schweitzer, et al., 2004).
Reinforce SLBC’s values through goal setting:
Draw on research by Harvard Business Review (Gothelf, 2020) to emphasise the alignment of goals with organisational values and the role of objectives and key results (OKRs) in enhancing accountability.
Integrate insights from recent studies to propose the establishment of 'community' goals and 'passion' targets to encourage collaboration and individual innovation while aligning with SLBC's core values (The Safety Letter Box, 2024).
Establish robust feedback loops:
Incorporate feedback mechanisms suggested by (Chirumalla, 2017) to provide employees with clarity on their individual roles within the team dynamic and the broader organisational strategy.
Highlight the importance of continuous feedback in addressing potential goal conflict or ambiguity and creating a culture of transparency and communication.



Costs
Initial Costs: Adjust the initial setup costs based on the specifics of implementing a hybrid goal-setting model:
Software Systems Assessment (£3,500): Maintain this cost if it covers evaluating current software systems. Consider reducing if only minor upgrades or existing system integrations are needed.
Consultants for Implementation (£3,000): This cost could vary based on consultant experience and project complexity e.g. consultants specialising in change management and goal setting.
Training Sessions (£2,000): Keep this budget to develop and deliver training sessions focusing on the hybrid model's benefits. Ensure these sessions explain collective team goals and individual accountability.
Feedback Mechanisms (£1,500): Allocate this to develop and implement continuous feedback loops, potentially through periodic team meetings or software tools. It will be crucial to ensure alignment and clarity.
Total Estimated Initial Investment:  up to £10,000

Conclusion 
In conclusion, our exploration of goal-setting strategies has illuminated the intricate dynamics between individual and team-based goals, underscoring the need for a balanced approach that considers both their advantages and challenges. Drawing upon HR and organisational performance theories, such as Locke and Latham's Goal Setting Theory, Vroom's Expectancy Theory, and Adams' Equity Theory, we have gained valuable insights into how goal-setting influences employee behavior and organisational outcomes.
The evidence presented highlights the benefits of individual goals in providing clear direction and accountability for employees, while also emphasising the importance of team-based goals in promoting collaboration and synergy within SLBC. However, it is essential to recognise the potential unintended consequences of goal setting, such as goal displacement, goal conflict, and unethical behavior, which can undermine organisational dynamics if not addressed effectively.
By critically analysing research findings, we have identified common themes and divergent perspectives on the efficacy of individual versus team-based goals. While some studies advocate for the advantages of team goals in creating a collaborative environment, others emphasise the role of individual metrics in driving personal accountability and performance.
For SLBC, the implications of these findings are clear. By adopting a hybrid goal-setting model that integrates individual and team objectives, we can harness the strengths of both approaches while mitigating potential risks. This approach aligns with our company's values of collaboration, accountability, and community, ensuring that our goal-setting practices are not only effective but also ethical and inclusive.
Moving forward, it will be essential to monitor and evaluate the impact of these recommendations continuously. By collecting data on employee engagement, performance metrics, and overall team productivity, we can refine our approach to goal setting to remain aligned with evolving industry best practices and the demands of the manufacturing sector.
Our journey towards optimising goal-setting practices at SLBC is one of ongoing learning and adaptation. By embracing a balanced and critically informed approach, we can cultivate a motivated, productive, and united workforce that drives organisational success.
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“The greatest leader is not necessarily

the one who does the greatest things.

They are the one that gets the people
to do the greatest things." .

Ronald Regan ( Kraemer 2024)

“Coming together is a
beginning. Keeping
together is progress.
Working together is

success.”
Henry Ford ( Andersen 2013)
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+ Understand the pivotal role of line managers in
driving team performance and productivity within the
manufacturing industry.

+ Explore effective line management practices tailored
to the unique challenges and dynamics of
manufacturing environments.

- Identify key strategies and behaviours that contribute
to the development of high-performing teams in
manufacturing.

Objectives

« Introduce practical tools and theoretical models that
line managers can integrate into their daily
management practices.

+ Equip you with resources and guidance for ongoing
professional development, emphasising the
importance of continuous learning and adaptation in
your teams
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The Role of Line Managers

« Line management refers to the direct
supervision and management of staff
responsible for delivering the output of
manufacturing lines.

« It encompasses supervision, coaching,
development, and leadership to ensure team
success.

« Line managers are pivotal in driving
productivity and maintaining quality
standards on the manufacturing floor.

« Effective line management practices directly
impact efficiency, error reduction, and the

. establishment of a culture of continuous

improvement.
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Aligning with Organisational Success

Pl

The Training of Line Managers Embodies our Organisational Values:

Integrity: Honest communication, ethical decision-making, and accountability are
vital in line management practices.

Accountabllity: Line managers hold themselves and their teams responsible for
‘achieving goals and delivering high-quality results.

Quality: Maintain high-performance standards and focus on continuous.
improvement to deliver value to stakeholders.

Collaboration: Encourage teamwork and cross-functional cooperation to drive:
‘organisational success.

Passlon: Inspire teams with enthusiasm and drive to cultivate a positive work
culture.

People First: Prioritise the well-being and growth of team members, demonstrating
‘empathy and inclusiviy.

Community: Promote a sense of belonging and support social responsibility
initiatives through teamwork and collaboration.

Effective line management directly contributes to achieving our strategic goals,

+ Improving productivity
+ Enhancing employee engagement
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Strategies for Success

- Effective line management practices lead to increased efficiency, reduced errors, and a
proactive culture of improvement.
« Ineffective line management can result in bottlenecks, low morale, and quality issues.

& : :

| s
L bt ] o~

Let's discuss, how we can adapt successful strategies from industry examples to our environment
and overcome potential challenges.
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Case Studies

Successful Line Management Practices

Regular Feedback and Communication:

Accenture's transition to ongoing performance discussions fosters open communication between line managers and team members, enabling timely
adjustments and better performance management.

Employee Development and Coaching:
Adobe's frequent check-in system empowers line managers to engage in continuous coaching and development conversations, nurturing talent and driving
growth.

Team Collaboration and Support:
Microsoft's emphasis on team collaboration highlights the critical role of line managers in fostering a collaborative environment and providing support for team
success.

Individualized Performance Management:

Deloitte's redesigned system focuses on recognizing individual contributions, showcasing the importance of line managers in addressing the unique needs of
each team member.

Microsoft Deloitte.

accenture '«‘ Adobe

Add references
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Tuckmans model

Tuckman's Model breaks down the team life cycle into four stages: Forming, Storming,
Norming, and Performing."”

Hehcegeeotgudance )
needed from manager
«Individual roles are
unclear
«Process usually not well
established
—
+Teamis committed to +Relationships are well
performing well Performlng understood in the team
+Focuses on being Commiment o eam
strategic goals
+Team runs well with itte «Begins to work to
oww 9 @)

Each stage represents a crucial phase in team development, from orientation to efficient collaboration towards shared goals.

+Understanding how team
decisions are made

*Purpose is clear, but team
relationships are blurry

« Forming: Teams come together, get acquainted, and learn about tasks.

« Storming: Initial politeness gives way to conflict as team members vie for status and struggle with work methods.
« Norming: Teams find a rhythm, develop strategies, and establish ground rules for cohesive work.

« Performing: Teams operate efficiently towards shared goals with minimal supervision.
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Forming

Performing

/[077

Case Study:

At [Company X], Tuckman's Model was
applied to assembly line teams,
resulting in significant performance
improvements.”

"Initial resistance and conflict during the
Storming phase were addressed
through supportive leadership and
structured feedback mechanisms.”
“The outcome was a 25% increase in
output and a 30% drop in error rates
within six months, showcasing the
effectiveness of applying this model in
team development.

Ac

Reflect on where your
teams currently stand in
this model and consider

how you can lead them to
the next stage in their
development.

Storming
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Key Qualities of a Successful Line Manager

Communication: Clear, mutual understanding; setting expectations, providing instructions.”

Empathy: Understanding and sharing feelings of others; building trust and supportive culture.”

Constructive Feedback: Focus on growth, specificity, actionable steps for improvement.

Role-play: Practice delivering complex messages to peers.
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Psychological Safety in Teams

« Line managers play a crucial role in cultivating psychological safety.

« They can lead by example, encourage participation, listen actively, and provide constructive feedback.

« By creating a supportive and inclusive environment, line managers empower team members to contribute fully and reach
their potential.

Definition: Psychological safety refers to a shared belief that the team is safe for interpersonal risk-taking. It enables team members
to speak up, share ideas, and express concerns without fear of negative consequences.
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Real life Scenarios

« Explore a real-life scenario reflecting common challenges line managers face in manufacturing environments.

« This scenario encapsulates the pressure to meet production deadlines while maintaining quality standards and
navigating team dynamics.

« Engage in interactive discussions and problem-solving exercises to develop effective leadership strategies in
response to such situations.
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Models and Theories for Leadership

What Stage is your team currently at?

=

£ 2 C

S
Performing
Effective and

efficient, working

towards goals

Leadership Style

Transformational

Your Leadership style will need to change depending on this phase
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rating Leadership Models into Daily Oper:
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Consolidating Learning and Moving Forward

“ Key Takeaways:

. Effective line managers play a crucial role in driving team performance and creating a culture of excellence.
- Models such as Tuckman's Stages of Team Development provide valuable insights into team dynamics and leadership actions at each stage
+ Essential qualities of successful line managers include effective communication, empathy, and constructive feedback.

. Continuous learning and application of leadership theories and tools are essential for driving team success and personal growth.

. Line managers are key influencers in team performance. Communication, empathy, feedback, and team development are vital
- Reflect on insights gained, strategies to implement, and commitments to enhance leadership style.

. Engage with concepts, resources, and feedback beyond the session for ongoing growth.
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Evaluating Training Effectiveness

Ensuring Continuous Improvement

Feedback is crucial for gauging training impact and guiding future improvements.

e T m Training doesn't end with the session; action planning and follow-up drive continuous

F o‘ Sl learning and improvement.

/ Please follow the link or the QR code to submit your feedback survey questions through
Survey monkey

https://www.surveymonkey.com/r/DLHVYCZ9





image19.png
LEADING

YOUR TEA%




image20.png
1.Welcome Introduction and Icebreaker: 5 minutes
2.0Objectives: 2 minutes

3.Leading Effective Teams: 8 minutes

4.Importance of Leading Effective Teams: 5 minutes

5.Leadership Styles: 8 minutes

6.Leadership Game: 5 minutes

7.Belbin Questionnaire: 5 minutes

8.Evidence and Practices of Team Effectiveness: 5 minutes
9.Align Leadership with Outcomes: 5 minutes
10.Theory into Practice: 5 minutes

11. Alignment of Leadership with Values: 5 minutes
12.Key Takeaways: 5 minutes
13.Evaluation and Feedback: 2 minutes
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- Each particlpant will recelve a post-It note with the name of a famous leader or admired person written on it.
- Do not look at your own Post-It note.

- Without reveallng the name on their Post-It note, participants will take tums describing the personaility traits of the
the person on thelr colleague's post-it note.

- The person with the post-It note on thelr head must guess the Identity of the leader based on the descriptions provided
by thelr colleagues.

« Once everyone has had a turn, reveal the Identitles and discuss the similarities and differences In perceptions.
Discusslon Points:

- Why do perceptions of the same person vary?

+ How does our self-Image Influence our perceptions of others?

« What factors contribute to subjective judgments?
« How can we develop more objectivity In our assessments of others?
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Objectives

Objective 1: Understand the Crucial Role of Effective Team Leadership
Emphasise leadership's impact on productivity, Innovation, and continuous Improvement.

Objective 2: Explore Essential Leadership Theories and Models

Introduce Transformational Leadership and Contingency Theory for Manufacturing Contexts.

Objective 3: Provide Practical Insights and Tools for Leadership Developme
Offer practical tools and best practices from leading companies.

Objective 4: Encourage Reflection and Application
Prompt participants to reflect on their leadership styles and apply concepts learned.

Objective 5: Create a Collaborative Learning Environment
Greate an engaging atmosphere fo peer learning and knowecige sharing. Q
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Leading Effective Teams in Manufacturing

Understanding the Role

Exploring Best Practices

Practical Leadership Tools
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Importance of Leading Effective Teams
|

« Productivity and Innovation: Well-led teams introduce
innovative solutions, enhancing efficiency and product
quality.

« Competitive Advantage: Quality management
influences market positioning, enabling rapid
responses to industry changes and customer needs.

ARMSTRONG PERFORMANCE
MANAGEMENT CYCLE

Clear goals, regular feedback, and continuous improvement.

REVIEW
Strategic decision-making, conflict resolution, effective communication.
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Charismatic Leadership:
Description: Inspires and
influences others through

personaity, vision, and
communication skils.

Application in Manufacturing:

Rallies teams around a shared

vision for growth or excellence;

Coaching Leadership:
Description: Focuses on developing
individual team members' skills and
potential through mentorship and

guidance.

Application in Manufacturing: Provides

ongoing training, feedback, and

Autocratic Leadership:
support to improve technical

Description: Authoritarian, top- fosters enthusiasm and
commitment among
employees.

proficiency and problem-solving
capabilities; contributes to continuous
learning and development within the

down decision-making, littie
input from team members.
Application in Manufacturing:

Effective in emergency R
situations or when clear
directives are needed.
W o Laissez-Faire Leadership:

Description: Hands-off
approach, delegates tasks
and decisions to team
members.
Application in Manufacturing:
Empowers production teams
to make decisions: allows for
flexibility and creativity but
requires strong self-motivation
and accountability.

Bureaucratic Leadership:
Description: Relies on
adherence to established rules,
procedures, and hierarchy.
Application in Manufacturing:
Prioritizes adherence to safety
protocols, quality standards,

and operational procedur

ensm:es oonslslt:nrcé aﬂm Democratic Leadership:
compliance with industry Description: Involves team
regulations.

members in decision-making,
values input from all levels.
Application in Manufacturing:
Fosters a sense of ownership
and teamwork: useful in process
improvement initiatives or
decision-making regarding
production methods
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Introduction to Leadership Style Matching Game

Leadership Style Matching Game:
Match leadership styles with manufacturing scenarios
Encourages teamwork and critical thinking
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Introduction to the Belbin Questionnaire

« Brief overview of the Belbin questionnaire

« Description of its application in manufacturing teams

« Emphasis on the importance of understanding team dynamics
« Critical analysis of the Belbin questionnaire
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Exploring Evidence and Practices of Team Effectiveness

« Overview of key metrics for evaluating team performance

« Importance of aligning metrics with organisational goals

« Consideration of ethical implications in setting performance targets
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Alighing Leadership with outcomes

KPIs and C!
Detail Metrics

« Discussion on aligning leadership actions with measurable outcomes
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Theory into Practice

~ = =

"EXAMPLE:
P = 7/ —ay—
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Explore practical applications of leadership theories through real-world case studies from the
manufacturing industry.




image32.png
Alighment of leadership actions with organisational values

0/0/00/@®

Integrity fl Accountability | Quaiity | Collaboration ||  Passion | PeopleFirst § Community
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« Leadership Styles: Diverse range impacts team dynamics and performance.

« Adaptability: Importance of adjusting approaches to different situations.

« Team Collaboration: Encourage collaboration, communication, and engagement.

« Values Integration: Integrate organisational values into leadership practices.

« Continuous Improvement: Cultivate a culture of continuous learning and improvement.
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Evaluating Training Effectiveness

Ensuring Continuous Improvement

Please follow the link or the QR code to
submit your feedback survey questions
through Survey monkey

Feedback is crucial for gauging Continuous Improvement Process Cycle
training impact and guiding

future improvements.
Employee involvement Performance transparency

e meo iy to

Training doesn't end with the Continuous
session; action planning and follow- improvement
up drive continuous learning and
improvement.

Knowledge sharing

ogorize

https://www.surveymonkey.com/r/DLHVCZ9
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Session 3

Introduction: Strategies for Retaining Employees.
Objective: Explore crucial retention strategies in
manufacturing.

Role of Line Managers are crucial for retention success
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1.Introduction: 5 minutes

2.0bjectives and Icebreaker: 10 minutes

3.Company Values and Retention Strategies Alignment: 5 minutes
4. Leveraging Performance Data: 7 minutes

5.Exit Interviews and Ethical Considerations: 8 minutes
6.Understanding Push and Pull Factors: 10 minutes

7.Relevant Theories and Models: 10 minutes

8.Practical Examples and Case Studies: 10 minutes

9.Key Takeaways and Evaluating Training Effectiveness: 10 minutes
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Brand Association Challenge

IMcDonald's

In pairs or small groups, brainstorm reasons why people might like or
remember the brand/product on your card.

« Example:
« Brand: Google -
« Reasons: Innovative technology, user-friendly interface, diverse product offerings.
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Company Values & Retention Strategies Alignment

iO

« Community: Extending our focus beyond internal efforts to broader societal impact.

« Integrity: Ensuring ethical and transparent strategies.

« Accountability: Holding each other responsible for retention efforts.

- Quality: Striving for excellence in retention initiatives.

« Collaboration: Encouraging teamwork among stakeholders.

- Passion: Fueling dedication to our retention mission.

- People First: Prioritising employee well-being in retention efforts.
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Leveraging Performance Data

« Importance of performance data in
retention strategy.

« Analysis of turnover rates, absenteeism,

and engagement scores.

« Consideration of power dynamics in
employee motivation.

« Integration of power dynamics into
retention strategy analysis.

20

10

o

~ Turnover Rates [ Absenteesism

M Employee Engagament

Year1 Year2  Year3
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Exit Interviews and Ethical Considerations

« Exit interviews offer insights into
reasons for employee departure,
aiding in retention strategy
improvement.

« Managerial support is crucial for
effective interview conduct,
including training and guidance.

« Ethical considerations include
handling sensitive information
with confidentiality and support
for affected employees.
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Understanding Push/Pull Factors

« Employee turnover
influenced by internal (push)
and external (pull) factors.

Top PUSh and Faaors in the UK « Key retention strategies:
talent mar ket addressing pay concerns,

providing advancement
opportunities, ensuring job
satisfaction.

Push FActors (reasons why people would quit) Pull Factors actors in choosing a new role)

74% | Toxic workplace culture 85% | Workife balance
« Customising retention efforts
to address specific factors

78% | Positive workplace culture for effective engagement.

71% | Enhanced salary offer 83% | Pay and benefits package

67% | Personal factors.

67% | Lack of recognition 76% | Care for health and welbeing

« Integration of participant
76% | Meaningful work experiences to enrich
discussion and deepen
JYONDER understanding

64% | Unsafe work environment
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Introduction of Relevant Retention Theories and Models

Herzberg's Two-Factor Theory
Motivating Factors Hygiene Factors
© Achievemant @ Relstionshipwith peers
@ Recognition © Company policies
@ Theworkitself @ Physical workspace
© Jobadvancement @ Working conditions

opportunities

O salary
© Growth opportunities.

O status
© security
© supervision

Motivational Factors: Hygiene Factors:
Factors related to job Factors related to job
satisfaction, such as dissatisfaction, such as
recognition, working conditions,
achievement, and salary, and company
responsibility. policies.

Equity Theory

EQUITY THEORY

Enter yoursub headiine here

nputs ouputs
W it ey e -

Perceived Fairness: Equity vs. Inequity:
Individuals compare their Equity occurs when
input (effort, time) and perceived ratios of
outcomes (salary, inputs and outcomes
recognition) to those of are similar between
others to assess faimess. individuals, while
inequity arises when

ratios differ.
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Practical Examples & Case Studies

Example T: Implementation of a recognition program in @ manufacturing plant, focusing on Herzberg's Two-Factor Theory:

Employees are regularly acknowledged for their contributions and achievements, aligning with Herzberg's motivational factors.
Result: Increased job satisfaction and engagement among employees, leading to reduced turnover rates.

Example 2: Application of pay equity policies in a manufacturing company, addressing Equity Theory:

Ensuring fair compensation and benefits for all employees based on their contributions and responsibilities.
Result: Improved morale and commitment, as employees perceive fairness in the distribution of rewards and opportunities.
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« Employee Motivation

- Push and Pull Factors

« Theoretical Frameworks

« Performance Data Analysis

- Ethical Considerations

« Real-World Examples

« Alignment with Company Values
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Evaluating Training Effectiveness

Please follow the link or the QR code to
submit your feedback survey questions
through Survey monkey

Feedback is crucial for gauging Continuous Improvement Process Cycle
training impact and guiding

future improvements.
Employee involvement Performance transparency

Training doesn't end with the
session; action planning and follow- .COntinuous

up drive continuous learning and improvement
improvement.

Knowledge sharing

ogorize

https://www.surveymonkey.com/r/DLHVCZ9
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Objectives
« Understand the key concepts and principles of capability management.

« Explore various approaches to managing capability, including performance
management, work-life balance, and legal considerations.

- Learn practical strategies and frameworks for enhancing team capability and
performance.

« Analyse real-world case studies to gain insights into effective capability
management practices.

« Reflect on applying session learnings to improve capability management in your
teams.
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Introduction to the Ice Breaker activity.

List of fictional characters:
- Sherlock Holmes
« Batman
« Harry Potter
« Captain America
« Princess Leia
- Tony Stark / Iron Man
« Bridget Jones
« Thor
« Hermione Granger
- Mary Poppins
Instructions for participants:
Choose one fictional character.
Think about the strengths and weaknesses of the selected character.

Encouragement for group discussion and pal ation.
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Driving Organisational Success

« Integrity: Trust and ethical behavior

« Accountability: Ownership of roles and responsibilities
« Quality: Commitment to excellence

« Collaboration: Teamwork and cooperation

« Passion: Motivation and dedication

« People First: Prioritising employee well-being

« Community: Social responsibility and giving back
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Importance of Managing Capability
Key Challenges

Impact on team effectiveness and productivity

////NHI,.,

Underperformance: Presenteeism Absenteeism

Strategies for addressing challenges

« Underperformance: Clear expectations, feedback, training, performance plans
« Presenteeism: ‘Supportive environment, stress reduction resources
« Absenteeism: Flexible arrangements, return interviews, assistance programs

Enhancing capability management practices not only improves individual and team performance but also contributes to overall
organisational success by ensuring that resources are utilised efficiently and product quality standards are maintained.
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Introduction to the Kirkpatrick Model

The Kirkpatrick Model evaluates training program effectiveness across four levels:
Reaction, Learning, Behavior, and Results.
Developed by Donald Kirkpatrick, it's a widely used framework since the 1950s.

« Level 1 (Reaction) gauges participant satisfaction with training.
« Level 2 (Learning) assesses knowledge and skill acquisition.

« Level 3 (Behavior) measures on-the-job application of learning.
« Level 4 (Results) evaluates the impact on organisational goals.
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Application of the Kirkpatrick Model to Team Capability

Line managers can utilise the Kirkpatrick Model to enhance team capability by:

S

« Implementing tailored interventions based on training evaluation outcomes

« Identifying strengths and weaknesses in training

« Measuring the impact of training on team performance

« Systematic approach for continuous improvement in the manufacturing context. & =
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Understanding SMART Goals in Managing Capability

- Specific: Clear and focused objectives

+ Measurable: Trackable progress and outcomes

st and
pror R + Achievable: Realistic and attainable targets

yourselfa goal thats

oo easyort ’ ) L
R + Relevant: Alignment with organizational goals

wnat, | questons ke how | Lookaat your curent
Where,and | willyou know when | siuation and make. « Time-bound: Defined deadlines for completion
yourgoalis sure you have what
complete?

« Significance of SMART goails in driving team performance and organisational success
« Importance of clarity, measurability, and accountability in goal-setting
« Application of SMART goals in managing capability to enhance performance and achieve objectives.
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Enhancing Team Capability with the Performance
Management Cycle

Set goals and Track progress
define SMART regularly and
metrics mitigate obstacles

Performance

Management
Cycle

Give recognition
and reward good
performance

Evaluate process
andthe final results

+ Setting Objectives: Establish clear, achievable goals aligned
with organisational objectives sing the SMART criteria.

+ Monitoring Performance: Continuously track progress.

through regular check-ins and reviews against established
metrics.

+ Providing Feedback: Offer timely, specific feedback to guide.
improvement and create a culture of continuous learning.

+ Offering Development Opportunities: Invest in training and
mentorship to enhance team capability and adaptabilty.

The cycle's effectiveness relies on factors such as goal-
setting quality. feedback frequency and quality. and access
to development opportunities.

+ Managers must ensure faimess and transparency, adapting
the cycle to meet evolving needs.

« Following this cycle promotes accountability and drives.
organisational success.
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Promoting Work/Life Balance

By promoting work-life balance, organisations create a supportive environment enhancing team capabllity and productivity.

« Encourage flexible working arrangements

- Provide access to Employee Assistance Programs (EAPS)

« Promote time management techniques

« Importance in Addressing Presenteeism and Improving Team Capability

« Examples: Flexible Working Arrangements, Employee Assistance Programs




image56.png
Legal Considerations in Capability Management

« Fair treatment throughout capability management.
Provide all team members with clear performance
standards and equal support.

« Compliance with non-discrimination and privacy laws
Ensure equal opportunities for training and development
regardiess of gender or ethnicity.

- Ensuring compliance to mitigate legal risks.
Confidentially handle capability-related information, such
as conducting private performance reviews.

« Importance of regular policy reviews.

The examples demonstrate how line managers uphold legal obligations while promoting fairness, diversity, and
confidentiality. Regular training and updates are essential for compliance with evolving requirements.
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Lean Manaufacturing

« Lean principles, pioneered by companies like Toyota, emphasise eliminating waste, optimising
processes, and adding value to products or services.

« Lean principles revolutionised manufacturing by promoting efficiency, quality, and customer
satisfaction through waste reduction and continuous improvement

« Toyota's Toyota Production System (TPS) is a renowned example of lean manufacturing principles in
action. It focuses on Just-in-Time production, standardised work, and employee empowerment.

« Understanding lean principles is crucial for analysing how organisations optimise performance and
achieve a competitive advantage, as demonstrated in the case study of the Brazilian automotive parts
manufacturer.

Leadership
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« Understanding Key Concepts:
Absenteeism, presenteeism,
underperformance.

« Frameworks for Improvement: Kirkpatrick
Model, Performance Management Cycle.

« Practical Strategies: Work-life balance,
legal compliance.

+ Case Study Analysis: Lean principles,
effective leadership.

Reflection Points:

in Roles: Implementing best practices in day-to-day management.

« Continuous Improvement: Evaluating and adapting capability management practices.
- Importance of Proactivity: Minimising disruptions and maximizsng productivity.

- Legal Compliance: Adhering to employment law regulations.
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Evaluating Training Effectiveness

Please follow the link or the QR code to
submit your feedback survey questions
through Survey monkey

Feedback is crucial for gauging Continuous Improvement Process Cycle
training impact and guiding

future improvements.
Employee involvement Performance transparency

tunitie

Training doesn't end with the
session; action planning and follow-

up drive continuous learning and (OpICK S RNt
improvement.

Continuous

Knowledge sharing

ogorize

https://www.surveymonkey.com/r/DLHVCZ9
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Session 5

Coaching and Mentoring for Enhanced Performance

“Leadership is the capacity to translate vision into reality”
Warren Bennis
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Mentoring Stories Swap:

Pair up and share quick stories about a
memorable coaching or mentoring experience
you have had.

Summarise your partner's story for the group
and highlight one key lesson learned from that
mentoring relationship.
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1.Introduction (2 minutes minutes)

2.Icebreaker - (5 minutes)

3.0bjectives - (3 minutes)

4.Understanding Coaching and Mentoring (10 minutes)
5.The GROW Model (10 minutes)

6.The OSCAR Model (10 minutes)

7.Strategies for Implementation (10 minutes)
8.Alignhing with Company Values (5 minutes)
9.Conclusion and Feedback (5 minutes)
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Objectives

» Understand Coaching and Mentoring

« Familiarity with GROW and OSCAR Models
« Application in Manufacturing

« Developing Coaching and Mentoring Skills
» Promoting Continuous Learning

« Aligning with Organisational Goals
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The Importance of Coaching & Mentoring

+ Coaching and mentoring are vital for
driving performance improvement by
addressing skill gaps and promoting
continuous learning.

« These practices offer personalised
guidance and broader support,
enhan vidual and orga
performance.

« Integration with CIPD criteria
demonstrates a profound understanding
of talent management principles and
their strategic implications for
organisational success.
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MENTORING
a——

PROGRES

Coaching vs. Mentoring

Definition of Coaching:
Providing personalised

guidance and feedback.

Focuses on specific skill
development or task
improvement.

Definition of Mentoring:
Offers broader career
guidance and support.
Provides insights from
experienced mentors.

Key Differences:

+ Coaching: Task-oriented,
addressing immediate
performance issues.

« Mentoring: Relationship-
oriented, offering long-
term career development

Both coaching and mentoring are valuable for Line Managers.

Coaching for immediate improvement: mentoring for long-term growth.
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Aligning coaching &

Quality: Enhances individual and team Mentoring with copany

performance, leading to higher quality va | ues
outcomes through personalized guidance
and skill development.
Collaboration: Promotes open
communication, knowledge sharing, and
teamwork, fostering collaboration among
‘team members towards common goals.
Passion: Ignites and sustains passion within et o .
individuals by aligning personal goals with n o o b ffiseriid
organizational objectives, inspiring fulfillment |
and talent development.
Community: Cultivates a supportive and
inclusive community by fostering meaningful
relationships and a positive organizational
culture where everyone feels valued and
supported.

Quality Community

Importance of coaching and mentoring in fostering a culture of integrity, where trust and honesty are upheld in professional relationships.
Alignment with the value of accountability, as coaching and mentoring support team members' growth and development, fostering a sense of responsi
individual and collective performance.
Emphasis on prioritizing people first, showcasing the company's commitment to the well-being and professional growth of its employees through coaching and
mentoring initiatives.

ity for
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Introduction to the GROW Model.

Developed by Sir John Whitmore.
Structured approach to coaching.
Emphasises Goal setting, Reallty understanding, Options exploration, and defining the Way Forward.

Goal Reality | Options Wiu

Where are [l What could What will
you now? you do? you do?

What do
you want?

« Setting clear production goals. + Simplicity aids goal clarity and commitment.

« Understanding operational challenges. « Linearity may oversimplify complex coaching scenarios
« Exploring innovative solutions.

« Defining actionable steps forward.

+ Goal setting: Clarifies objectives and desired outcomes.
+ Reality understanding: Assesses current circumstances and challenges.
+ Options exploration: Promotes creative problem-solving.

« Defining the Way Forward: Facilitates action planning.
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Introduction to the OSCAR Model.

« Provides a structured framework for coaching and mentoring conversations.
« Comprises Observation, Situation, Challenges, Actions, and Review.
« Guides dialogue and supports developmental journeys.

« Emphasises active listening, effective questioning, and reflection, enhancing interaction quality.
« The rigid structure may limit flexibility in unique scenarios but remains valuable for meaningful conversations.

Application in Manufacturing:

OSCAR  Clarityflow . Observation: Supervisors monitor workers'
Coaching Model performance, assessing skills and safety
adherence.
- Situation: Recognizing challenges like
. bottlenecks or malfunctions enables targeted
X support.

@ % & A + Challenges: Coaches address issues such as
outcome SITUATION cHolcEs. ACTIONS REVIEW quality standards or production targets through
o skill development.
smace + Actions: Implementing strategies like training or
" s process streamlining improves efficiency.
ity for rom - Review: Performance evaluations and feedback
sessions drive continuous improvement
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Practical Guidance for Implementing Coaching and
Mentoring in Manufacturing G |

Encourage Open Communication: ol
Ensure smooth operations, safety, and collaboration.
Facilitate channels for transparency and problem-solving.

B
/

Set Clear Goals:
Align with production targets, quality standards, and organisational objectives.
Establish SMART goals supporting individual and team success.

Provide Constructive Feedback:
Aid performance in precision-driven manufacturing.
Offer specific feedback on performance and quality metrics for improvement.

Create Skill Development Opportunities:
Keep pace with manufacturing advancements.
Facilitate training, rotations, and mentorship for talent growth.
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- How can you apply the coaching and mentoring strategies discussed today to support your team members in achleving thelr performance
goals?

+ What specific challenges do you anticipate facing as a line manager In implementing coaching and mentoring practices within your
manufacturing team?

+ Reflecting on the case studies presented, how do you envision Incorporating similar coaching and mentoring Initiatives Into your leadershir
approach?

- As a line manager, how do you plan to foster open communication and trust among your team members to enhance collaboration and
problem-solving?

+ What steps will you take to set clear goals and expectations for your team members, ensuring alignment with production targets and
qualty standards?

+ How will you provide constructive feedback and support to your team members to drive performance Improvement and skill development I
the manufacturing environment?

« Given the evolving demands of the manufacturing industry. what opportunities can you create for skill development and growth within you
team?

+ Reflecting on the practical guidance provided, how do you see yourseif contributing to a cuiture of continuous learning and Innovation
within your manufacturing team?

+ What support or resources do you need as a line manager to implement coaching and mentoring practices effectively and achieve
sustainable business success?
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Aligning Coaching & Mentoring with Company Values

« Itis important to coach and
mentor when developing a culture
of integrity and accountability
and prioritising people first.

prioritising people first.

* Quality: Enhances individual and
‘team performance.

« Collaboration: Promotes open
communication and teamwork.

« Passion: Aligns personal goals
with organisational objectives.

« Community: Cultivates a
supportive and inclusive culture.
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Empowering Line Managers forManufacturing Success

The Crucial Role of Line Managers in Influencing Performance
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« Coaching and Mentoring: Integral to organisational success, developing a
culture of Integrity. accountabllity, and prioritising people first.

- Alignment with Company Values: Coaching and mentoring Initiatives
align with our core values, enhancing performance, collaboration,
passion, and community.

+ Quality Improvement: Personallsed guldance and skill development
through coaching and mentoring contribute to higher-quality outcomes.

- Collaboration Enhancement: Open communication, knowledge sharing,
and teamwork are fostered by coaching and mentoring, driving
collaboration towards common goals.

« Passlon Ignition: Coaching and mentoring align personal goals with
organisational objectives, Inspiring fulfliment and talent development.

- Community Bullding: These Initiatives cultivate a supportive and Inclusive
community, where everyone feels valued and supported.

« Reflective Practice: Take time to reflect on the session, considering how
coaching and mentoring concepts can be applied In your role and within
your team.
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Evaluating Training Effectiveness

Ensuring Continuous Improvement

Please follow the link or the QR code to

q g o q submit your feedback survey questions
Feedback is crucial for gauging Continuous Improvement Process Cycle 9 v
through Survey monkey

training impact and guiding

future improvements.
Employee involverent [ ——

Training doesn't end with the % Continuous
session; action planning and follow- improvement
up drive continuous learning and
improvement.

Knowledge sha

agorize

https://www.surveymonkey.com/r/DLHVCZ9
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1.Welcome, Icebreaker, Overview, and Objectives: 10 minutes
2.The Role of Line Managers: 7 minutes
3. Aligning with Organisational Success: 5 minutes
4.Case Studies: 8 minutes
5.Tuckman's Model: 5 minutes
6.Key Qualities of a Successful Line Manager: 6 minutes
7.Psychological Safety in Teams: 5 minutes
8.Models & Theories for Leadership: 6 minutes
9.Applying Theory to Practice: 10 minutes
10. Takeaways and Conclusion: 5 minutes
11.Link to Feedback Form: 3 minutes
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