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[bookmark: _Toc211170040]1. Introduction  
 A learning organisation is a workplace environment where employees and employers acquire the skills, confidence and knowledge of their role (Dopson, 2023). A learning organisation can benefit both the employee and the employer (Dopson, 2023). A learning organisation is beneficial to the employee because they are acquiring new knowledge and skills that can be adapted to many different challenges and opportunities put in front of them. From an employer’s perspective, having a trained and qualified team ensures the services provided are up to the standard expected. This will be explored further throughout this report.
In teaching and learning, assessment is defined as a procedure applied by instructors and students during instruction through which teachers provide necessary feedbacks to modify ongoing learning and teaching to develop learners’ attainment of planned instructional aims (Wilson & Sloane, 2000). Cambrian Training Company (CTC) is a work-based-learning training provider, who provide qualifications and apprenticeships to people of all backgrounds. The employees of CTC, Training Officers (TOs), work to ensure their learners become qualified in their field, the employers of CTC ensure their employees are qualified for their role by putting them through the A1 assessor’s award when they start the company. The TOs use Progress Achievement Records (PARs) on their learners after every visit which highlights what they have done since the previous session, what was done today and provide objectives of what the learner is expected to complete for the next however many visits. The employers of CTC will conduct a monthly, quarterly and yearly appraisal on each individual TO.
The aim of this report is to identify the benefits of individual developments, how to manage expectations within personal development and evaluate development vehicles and how to plan for needs.
[bookmark: _Toc211170041]2. The benefits of individual developments
The Harvard Business Review article states that organisations slow to adopt personal development will be forced to deal with unsatisfied and unmotivated employees (Roslansky, 2023). This is supported by the University of Sunderland, which states that colleagues are 2.9 times more likely to engage if there are opportunities to learn and grow in their field (Brooks, 2023).
In CTC, personal growth is crucial for a TO in terms of promotion up the career ladder and for monetary value. When an unqualified TO is hired, they start with a salary of £24,500. Once they have completed their A1 assessor qualification, their caseload increases to 36 learners, and their pay goes up to £28,000. An assessor can then go up to being on 42 learners and delivering more qualifications with a salary of £31,000. They can then complete their IQA qualification, where they will have an IQA responsibility to second assess a TOs work and will have a salary of £33,500.
To review the TOs performance and to gauge an idea of what they want to gain out of their career, the manager will conduct an appraisal on the team member (Appendix 1). This is a positive way for the manager to understand the needs of the colleague and work out what to do to support them. In this aspect, a CPD, along with gauging the needs of the employee by using Maslow's Hierarchy of Needs, is a good way of finding out what their motivations are and how the manager can further boost them in the right direction. The CPD standards cite that addressing the needs of your employees, using Abraham Maslow's theory, contributes to creating a supportive and motivating environment (Alexander, N. 2024)
Looking through the lenses of an employee of CTC, this is a sound way to gauge their needs and to progress up the career ladder. As CTC is a Work-Based Learning (WBL) training provider, a key part of their job description is to see learners within 61 days. A way to prove this is by using a Progress Achievement Record (PAR). As shown in Appendix 2, it includes details of what the learner has done since the last visit and completed at the current visit, as well as targets for the next visit and the date of the next visit. This is important not only for remaining compliant with KPIs but also for the learner to understand how far they have come already and what the future sessions will entail, providing clarity.
The models that CTC use for learning and development work well for the company, but there seems to be no evaluation of progress. The Kirkpatrick Model could be a useful tool for CTC to track the progress, where the manager can identify how the colleague has responded to previous progress, learn what colleagues have retained in the past year, identify any changes in behaviour and then measure long-term benefits. When utilising the Kirkpatrick Model properly, the University of San Diego states that it provides tools to capture and analyse data to measure goals ranging from short-term to long-term (University of San Diego 2025).

[bookmark: _Toc211170042]3. Managing expectations in personal development
CTC uses formal appraisals to manage Key Performance Indicators (KPIs) of the TO, assess overall performance and set future objectives. CTCs are funded by the Welsh Government; therefore, naturally, the company will be stricter on performance, which is why the managers do them monthly, quarterly and annually.
For the monthly appraisals, the manager will use the YETI software and the learning assistant system to gather the information needed. The information that the manager will be looking for includes; Learners within 61-day compliance, learner progress on their portfolio and the monthly induction excel spreadsheet. This information is important for the manager to gather because, for example, if a learner is over 61 days, they can sit with the TO and find out what the problem is and how best to assist. The hospitality team are very transparent with their numbers, compared to other departments, because the hospitality team get the most funding from the Welsh Government; we get £1.8 million annually compared to the business admin team, who are funded £750,000. The manager is always transparent with this information because the more learners we induct and inherit, the more funding we will get. The appraisals in general are a beneficial way for the manager to find out if a team member is slacking, because they have access to all of the figures, and if they are seeing a running pattern with one person in particular, then they can provide extra training or coaching and counselling to bring them back up to standard.
Quarterly appraisals tend to be a more scrutinised version of the learner’s portfolio. For example, they will be looking at the timely submission of PARs and evidence, as well as the length of time it takes to close down units and portfolios. The manager will review the year's goals and meet with the TO to see what has been done and what is in progress.
The annual appraisals will go into more depth; they will look at all of the key points previously mentioned but will look at the whole contract year, for example, how much money the TO has brought in, the standard is £100,000 per TO; some may have a higher figure due to more learners or learners who are on a higher apprenticeship. The manager will perform a performance check with the TO to come to an agreement on where they are at the time. They will score it on improvement needed, meets expectations and Exceeds expectations. It then gives the manager the opportunity to set new targets if needed and discuss potential promotions if it is acceptable.
In the annual appraisal, the manager will tend to follow the Locke and Latham Goal Setting Theory. The Goal Setting Theory is based on Locke and Latham from the 1990s, where they believed goal setting should follow 5 simple theories; Clarity, Challenge, Acceptance, Feedback and Complexity. For clarity, having clear and concise goals and objectives contributes to motivation; for challenges, they need to be at the correct level in order to be motivating; for motivation, the individual needs to accept the goal and show commitment; when showing commitment, the individual needs to have timely and accurate performance-related feedback; and finally, for complexity, the manager will set more than one goal and break a particular big task into bite-sized pieces (Carrier, 2019). Goal-Setting Theory to show how specific, challenging goals, when communicated effectively, can motivate employees.
To understand a TO's position in the company, it is beneficial to understand the career pathways available to them. The TO starts off unqualified and can undertake an A1 assessor's award to become qualified, which comes with a caseload of 36 learners. A TO can undergo Essential Skills training so they can provide Essential Skills to the learners who need it; this comes with a caseload of 42. Once they have this, then the Training Officer can undertake IQA training to become a qualified IQA. An IQA will not only have a full caseload but will also be assessing a specific TO's portfolio in order for a learner to successfully complete their qualification. The next path for them is a Curriculum Lead where they will set standardised approaches for TOs to follow and keep TOs up to date with the updated standards from City & Guilds and the EWC.
There seems to be a clear pathway for a TO; however, it feels like the pathway hasn’t been considered enough. For example, there are Essential Skills tutors who do not follow the same standards as the company and can be the number one catalyst for delays in a qualification being complete. There have been times in CTC where a TO isn’t at 42 learners but has particular learners who do not get on with the essential skills tutors, but the TO is not able to take on this training so the learner can have the same TO for the entire qualification only because they aren’t on a 42 caseload. This is mainly because you are on a higher pay bracket than previously. In this sense, there should be mitigations in order for the learner to be comfortable with their qualification. If the reason they aren’t allowing TOs to undergo the essential skills training is because of the pay bracket, then it would be much easier to scrap that option of a pay jump and either set the TOs with essential skills training in conjunction with the A1 assessors award or have there be a clear separation between the essential skills department and the TOs, because at the moment essential skills tutors are in the same pay bracket as a fully qualified TO for doing less work.
[bookmark: _Toc211170043]4. Evaluating development vehicles and planning for need
There are multiple ways in which CTC as a whole assist in the learning and development process. To start with the learners, a TO will provide both formative feedback and a plan for need using the objectives section of the PAR. Stanford University describes formative feedback that is given throughout the duration of the course to improve and grow (Stanford, n.d.). Formative feedback is used in CTC during the PARs of the qualifications, where there is a box to talk about the evidence provided on the portfolio since the last visit. There is also an option to put an assessor comment where they can provide feedback on the learner’s evidence and explain what is needed to be completed next. The PAR also has a box for the learner to confirm what the TO has set them; the employer also has a box to track the progress of their employee.
The PAR is the main tool that is used; therefore, it is vitally important that this is filled in correctly. however, the disadvantage to the PAR is that it is very time-consuming in regard to sessions with the learner. It takes up at least 30 minutes of the session. As good as it is to have all the information, the data team of CTC needs to upload it to the Learning Assistant portfolio. It is very rare that they upload it in time, and it can be time-consuming when closing down units because we have to email the data team and ask them to upload it.
Summative feedback is used when a unit on their portfolio has been closed. The formative feedback for each piece of evidence that has been uploaded is included in the unit, and the summative will sum up the unit. Mohabuth and Ahmed (2015) describe summative feedback as providing overall feedback based on judgement. When providing summative feedback, the TO will bring everything together, such as evidence previously provided, and if the TO believes that the evidence successfully ticks off all boxes in the criteria, then the TO will accept the unit and provide summative feedback. This will show that the learner has competence in this particular unit. The IQA will then look at the evidence and the summative feedback and assess whether the unit has been successfully closed or if there needs to be more evidence.
There are plenty of positives to Formative feedback. For example, the TO can identify gaps in learning and can provide the right support that is needed. Not only this, but formative feedback can also boost engagement between learner and TO. For example, the learner will see first-hand what they have completed and how much or little there is left to close the unit. However, formative feedback comes with its negatives. One of these being that it is time-consuming for not only the TO to provide but also for the learner to wait for. It is time-consuming for the TO because they have to do this as a standard for each of the 36 plus learners they have. Not only this, but if the TO isn’t qualified yet, then the TO cannot provide formative feedback until they are trained and qualified; this can also fall into the time-consuming category for the learner who has to wait for them to be qualified in order for them to get feedback.
Moving onto the positives for summative feedback, one being that it is a strong way of providing a final success measure to the learners' unit closure and overall competency at the end of the course. It helps the learner identify what they did well and how the evidence provided meets the overall outcome. For higher levels of qualifications, for example level 4, it can be used to determine the grade, such as pass, merit and distinction. The negative to summative feedback is that because it comes late, if there are things to work on for the future, then it comes once the learning is finished and too late to improve where they know they could have done better. If a learner isn’t performing well and the feedback is negative, this can be demotivating for the learner. With the course, the TO is naturally thinking to pass the learner with the minimum requirements at times. The learner may not be taught to delve deeper into what the pass marks are, which can leave them in the dark.
CIPD (n.d.) defines CPD as a learning experience that helps develop and improve professional practice. For TOs, Continuous Professional Development (CPD) is vital within CTC to ensure staff remain competent and up to date in their role and sector. It is a standardised requirement, mandated by the Education Workforce Council (EWC), which requires TOs to perform a minimum of 20 hours per year to maintain competence within the hospitality sector.
To meet the CPD requirements set out by the EWC, the TOs engage in multiple different activities. One example includes hands-on work experience at placements we provide, such as the Celtic Collection and McDonald's. TOs will also hold masterclasses in their field, such as cocktails or dishes at the seasonal fayres. As a TO is constantly on the road around Wales, driving can be time-consuming, so they have also been known to listen to audiobooks and podcasts on the road. Podcasts and audiobooks that are related to the hospitality industry can be beneficial to take in knowledge whilst driving to other placements around Wales.
Without a doubt there are significant advantages to this CPD approach in that it ensures TOs remain competent in their field, which can benefit their approach to teaching and learning. Providing masterclasses at the fayres and hands-on experience in well-known establishments fosters a strong community presence, which spreads the word of Work-Based Learning (WBL) and CTC as a company that is always learning and engaging in community projects.
Drawbacks to this CPD process are that the planning, execution and writing down of the CPD can be extremely time-consuming, especially when the TO has important deadlines to meet. Failure to meet these deadlines, but also failure to execute the CPD requirement, results in a formal review with management, the board of directors and the EWC council, which can be perceived as a harsh consequence. This strict enforcement highlights the importance placed on maintaining professional standards within CTC.
[bookmark: _Toc211170044]5. Conclusion
This report has critically explored the development of learning within CTC, a work-based learning provider operating under the Welsh Government and the EWC. Throughout the analysis, it has become evident that CTC demonstrates many characteristics of a learning organisation, defined by Dopson (2023), where both employers and employees engage in continuous knowledge practices to enhance performance and organisational capability. A key strength identified within CTC is its structured approach to individual development. Employees are provided with clear career pathways beginning from the unqualified TO level through to IQA and Curriculum Lead roles. This progression is supported by further KPIs and incentives such as pay increments and increased responsibility, aligning with motivational theories such as Maslow’s Hierarchy of Needs (Alexander, 2024). By recognising the importance of meeting both basic and psychological needs, ranging from security and belonging to esteem and self-actualisation, CTC’s system effectively drives performance, motivation and engagement. Furthermore, by linking development with measurable outcomes such as caseload management, compliance with 61-day learner visits and funding generation, CTC fosters a sense of accountability and intrinsic motivation among its workforce.
Equally, CTC’s appraisal structure that is conducted monthly, quarterly and annually, illustrates a commitment to performance management and reflective practice. The use of systems such as YETI and Learning Assistant database allows managers to track learner progress and identify performance trends. This aligns with Locke and Latham’s Goal-Setting Theory (Carrier, 2019), which posits that specific, measurable, achievable, relevant, and time-bound (SMART) objectives contribute to motivation and job satisfaction. By using this theory in practice, CTC encourages its Training Officers to work towards defined goals that are supported by constructive feedback, thereby cultivating self-efficacy and organisational alignment.
Nevertheless, while CTC’s appraisal system demonstrates an effective means of managing expectations, the report identifies several limitations that hinder its optimal implementation. The reliance on data-driven compliance indicators, while useful for funding and accountability, can inadvertently prioritise quantitative outcomes over qualitative learning experiences. This may risk reducing development to a procedural exercise rather than a holistic process of professional growth. Furthermore, the Essential Skills department presents a notable challenge to consistency and equality of experience. Disparities between departmental standards and communication barriers can create friction, resulting in learner delays and reduced motivation among Training Officers. Addressing this inconsistency would require stronger collaboration between TOs and ES tutors and potentially a reassessment of pay structures and responsibilities to ensure equity and efficiency.
The analysis of development vehicles, including the PAR system, formative and summative feedback practices and CPD, reveals a balanced and complex approach to learning management. The PAR serves as an essential mechanism for documenting learner progress, providing structured feedback and ensuring compliance with KPIs. However, its manual and time-intensive nature reduces efficiency and increases administrative duties for both TOs and the data team. The theoretical application of formative assessment principles (Stanford University, n.d.) is evident in the PAR process, but in practice, the system’s limitations may restrict opportunities for timely feedback and adaptive teaching strategies.
Moreover, while summative assessment offers a valuable means of validating competency and recognising achievement (Mohabuth & Ahmad, 2015), it often arrives too late to inform future learning. A stronger balance between formative and summative feedback could therefore enhance learner engagement and outcomes. Incorporating digital solutions such as automated feedback systems or integrated learning analytics would help reduce administrative strain and improve data accuracy. The introduction of the Kirkpatrick Evaluation Model (University of San Diego, 2025) could further enhance CTC’s evaluative capacity by enabling systematic analysis of training effectiveness across four levels—reaction, learning, behaviour, and results. 
CTC’s commitment to CPD is another clear indicator of a learning organisation. The company’s requirement of 20 hours per year, as mandated by the Education Workforce Council (EWC), ensures ongoing professional competence and adaptability. The inclusion of diverse learning activities—from industry placements and masterclasses to podcasts—demonstrates flexibility and inclusivity in professional development. However, the documentation and reporting of CPD activities remain time-consuming and may create unnecessary stress for employees already managing heavy workloads. To address this, CTC could implement digital CPD logs or adopt micro-learning platforms that automatically record and track learning engagement, thereby reducing administrative overhead while maintaining accountability.
Overall, the findings of this report suggest that CTC’s systems for learning and development are well-structured, theoretically informed and aligned with the principles of a learning organisation. CTC combination of formal appraisals, transparent performance monitoring and active encouragement of CPD contributes to staff motivation, learner success and organisational growth. However, the organisation would benefit from integration of technology, streamlined processes and improved collaboration between TOs and ES tutors. By embedding systematic evaluation models such as Kirkpatrick’s and continuing to link individual motivation to organisational strategy through Maslow’s and Locke and Latham’s theories, CTC can strengthen its culture of reflective learning and continuous improvement. In doing so, it will not only maintain compliance and quality assurance but also enhance the reputation as a progressive and innovative WBL provider that prides itself on lifelong learning in the workplace.
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Cambrian Training Company Learning Delivery Staff Annual Appraisal Form

Name Interviewee: __Sam Michael
1. Review of past year

Name Interviewer: ___Chris Bason

Date: _07/02125__ Date of last 1-2-1:_05101/24_

Over 2024 period my confidence has grovin a oL in my delivery_| am due fo complete my Level 3 in Leaming and Development this monih and | have completed a Fighield
Food Hygiene Level 2. At the start of the 2024 year, my confidence took a knock when | was put under review due to poor compliance, but my manager and my colleagues all
helped me to come out on the other side, | have leamed from the mistakes | made and have continued to thrive and show the Skils that | have. | have helped out with events
suich as the Welsh Business Show, the WICC in 2024 and 2025 and assisted with the bar team for the evening Gala Dinner. With regards to my caseload, | have seen a big
improvement in my delivery, with further improvement il needed when delivering Level 3s. | had my first Estyn inspection in 2024 in which | had positive feedback. | am proud
with how 2024 went for me and | am looking forward to mastering the Level 3 Qualfication with the assistance of my curiculum lead and my HBU.

2. Personal Effectiveness (F = Exceeds Expectations M = Meets Expectations | = Improvement Required )

Area Rating | Comment

M Over the 2024 pefiod, my work qualiy and accuracy has
improved. Afier my observed assessment vith the
curriculum lead in January, it has been noted that I need to
improve the quality of my Level 3 delivery.

Ty eficiency has improved, alough | need fo now improve
the effciency of my delivery for the Level 3 qualfication.
Iam happy with the achievements and targes | have
completed this year. | am looking forvard to setting more
targets and achievemens in the year.

‘Apart from the set back early in 2024, 1 am happy Wil not
needing supervision.

Tpride myself on taking exira responsibities, going the exira.
mile to promote Cambiian Training through Business
‘Shows, Graduations, Compeitions and Fayres.

Tam happy wilh my wiitlen communication sKils. emas_
‘observations and work products | aways spell check to
‘ensure my communication is o the standard

W Tam happy with my verbal communication (o leamers and
colleagues.

121 Anmus ApprsselForm Verson-Page 1015

Comment

Rating
M

Tam competent o use all squipment and software
we use.

iy organisation has improved, but T should pay.
more attention to detail

Ihave proven [0 be flexible In planning for
meetings vith leamers/managers. Need o work on
giving plenty of notice.

Over the past 12 months | have had 1 sickness
day. My attendance record has improved since |
Started.

iy time Keeping has improved since last review, |
needto continue to focus on my planning but
finding it dificult to work with certain managers.

iy time management has improved since fast
feview, | need to continue to focus on my planning
but finding it dificult o work with certain managers.

Vi

None recorded

Date Modiiec- Janusey 2024
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Iam happy with the role | am in, although should my HBU need me to take on exira duties | will be happy to do so, as long as | keep compliant

7. Future Plans

4s.

1 am looking forward to working on my improvement in the delivery of he Level 3 qualfication. Once | am confident in ths delivery, | would like to make a start delivering Level

1am happy with the improvement | have made and | agree with al targets and objectives appointed to me in order to improve my performance.

Note to employee

Please note that should you feel that your appraisal was unfair in any way you have the right to appeal in writing to your departmental senior manager to have your

appraisal reviewed.

Interviewer Comment:

Sam has shown a marked improvement over the past year from where
‘we were, this is good to see. To support Sam to develop and meet
KPI's, | have set Sam a series of challenges which he is capable of
attaining and also will benefit his development and promotion within
the team. Sam has recognised the need to focus and not be
distracted by other influences. | have great confidence in Sam's.
ability 10 step up to the next level.

1am agree with the challenges set in order to meet KPI's. | know
where | need to improve and | am going to make sure | do the best |
can to meet these in order to better my performance as a T/O

R
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3. Training and Development

Leaming and Development Level 3, achieving end of the month
FSA Food Hygiene Level 2 12/12/2024

4. Development Needs

Tam siruggiing with my Level 3 defvery_In the past | have had previous 1105, Who have given me he wrong iformation and the wrong standard
that CTC expect. | am working closely with my HBU and Curriculum Lead to Improve this as soon as possible.

‘When Gelivering he Bl to my learmers, | feel tal some of the res0urces onine such as the Presentation, could have more Getal | vl be happy to
create or improve on the presentation or any ofher online resources with the Bil delivery team, curriculum lead and the HBU. | vilalso be taking
on raining sessions vith Leaming Assistant.

5. Results against Targets/Objectives

Performance Objeciives and Comments.
Key Performance Indicators
£ Within target
Occupancy
36 minimum Infine with band 2
Capacity
Attainment 23124 FA- 04% A~ 40%

Good FA LOR need to watch A LOR to increase to minimum 80%
24125~ FA - 89% A-33% 24125 - 9 achievers + 3 EL

23124 - 34 achievers + 13 EL

Progression

Begin discussions with leamers as they approach the 80% mark to gauge interest in progression where applicable

Mo Januas
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6. Action Plans
Performance Objectves and “Action required Targel Date Date Achieved Review
Key Performance Indicators
Waitain mimmum caseload of 36 Warch 2025
Occupancy
Capacity Band 2 - minimum 36 July 2025
“Atanment Raise LOR 0.2 minimum of 80% across all sectors July 2025
Frogression Progress leamers Where approprate July 2025
Training/Development “Action required Targel Date Date Achieved Review
Objeciives
Leamning assistant Identify leamer portolio's and close units where applicable March 2025
‘Shadow colleagues Shadow colleagues to leam invaluable skils and knowledge to deliver the April 2025
higher levels
March 2025

Level 318D

Complete ths level 3 L&D course and bring skills and knowledge back to
the team
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1. Demonstrates commitment to leamers, their leaming, safety and wel-being: Yes, aiways shows commitment to leamers

2. Value and promote diversity, equality of opportunity and inclusion: Yes, meets requirements

3. Understand the importance of the Welsh culture and language as a bilingual nation: Yes, fully aware and understands the importance

4. Demonstrate dignity, courtesy and respect towards others: Yes, aiways respectiul o others

5. Maintain and update knowledge of subjects and how best to teach and assess them: Yes, attends all CPD and standardisation workshops

6. Know how to use evidence and research to improve practice: Continual development and standardisation to exceed delivery.

7. Plan and deliver effective leaming, teaching and assessment: Yes, meets the standard for effective T&L

Build positive and collaborative relationships: Develops good relationship with leamers and employers

9. Enable leamers to share responsibilty of their own leaming and assessment: Sam encourages leamers to take ownership of their own leaning, whilst being
supportive

10. Criticaly reflect on own values, knowledge and skills to improve learing: Reflection is crucial to the job role.
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Progress Achievement Record

Learner Name: Leanie Johns
LLWR ID: 32074

Last Review Date: 13/08/2025
Visit Date: 08/10/2025
Is PAR over 61 days No
Evidence Attached if PAR is over 64 days:  No

If Yes please upload evidence None
Additional Evidence None
Additional Evidence None
Additional Evidence None

‘Additional evidence None
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Progress to Date

Include assessments undertaken, units opened, closed, leamer work completed, reflection on progress. Please make reference to specific areas where there has been

'good progress or where targets have not been met and the actions now being taken to ensure progress remains on track

What teaching and learning activity has taken Today Leanie completed knowledge questions for Unit 4, maintaining the health, safe. hygiene and security of

place since the last review based on the the environment and completed knowledge questions for unit 5, leading a team to improve service. | have
previous action plan, which include main tasked Leanie to gather picture evidence of the following: Health, hyigene, safety and security posters and
qualifications? documents, SOPs, service station, rotas and house count

What teaching and learning activity has taken Leanie has continued to upskill on AON and COMMs on the WEST website.
place since the last review towards the

Essential Skills?
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Future Targets

Please outline a clear plan for the period until the next review - Ensure targets are specific, measurable, achievable, relevant, and time-bound and cover all aspects of

the leamer’s programme.

Forward Action Plan for the Main Qualification

Qualification Activity: Action Planned: Review Date:

Gather picture evidence relating to health,
Picture evidence hygiene, safety and security, an SOP, risk 04/11/2025
assessments, service stations

Complete a PDP on yourself and a member of
PDP and SWOT 04/11/2025
your team.

Complete knowledge questions for 410

Knowledge questions -
supervising a food service.

04/12/2025

Tech Certs Make a start Tech Certs 06/01/2026
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Diary of Curriculum

What Diary of Curriculum topic has been
discussed? (Welsh Language and Culture /
Equality, diversity and inclusion (EDI) /

Safeguarding / Prevent / Mental Health)

Today I discussed the Welsh language with the Leanie, discsussing the importance of using phrases like Bore
daand swt wy ti. We then talked about using encouraging phrases to the team like da iawn i, bendigedig and

ti'n iawn.
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Additional support

Has the learner indicated a self-declared No

disability?

Date of the next

04/11/2025
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