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1.1 Investigate the extent to which coaching and mentoring take place within an organisation.

Coaching and Mentoring are increasingly recognised as the leading tools for effective development
within an organisation. Coaching is especially effective in supporting the development of employees
with high potential that have been identified as prospective future leaders (Garvey, et al., 2008).

The Group of Companies which | am employed by operate as a Small to Medium Sized Enterprise
(SME) within the private healthcare sector. We are currently one of the biggest health care providers
within the sector holding 50% of all contracts across Pembrokeshire. Despite being one of the
biggest care providers and employer within Pembrokeshire, there is a significant lack of ability to
impact economic surroundings, particularly in the current climate where significant staffing
shortages are inhibiting growth. This has occurred to such an extent that we have had to hand care
packages back to the Council in order to stabilize our staffing team. Carson et al (1995) also
recognised the difficulty SMEs faced in ability to modify environmental forces to their advantage
within his research (Carson, et al., 1995).

Subsequently, our inability to attract and recruit new talent to future proof the business has
hampered strategic workforce planning and highlighted the need to support the development and
progression of our current workforce to help sustain organic growth, through the provision and
utilization of coaching and development strategies through a skills development programme,
(Personal Development Plan).

An analysis of the extent to which coaching and mentoring take place within my organisation has
highlighted that more could be done to effectively support and develop our employees. This was
also highlighted within the annual employee survey [Appendix 1] which highlighted several areas of
concern:

® Employees felt that they were not supported by their managers
® Employees felt that they were treated unfairly by managers
* Employees felt that they were not supported within the workplace

Furthermore, employee turnover statistics also highlighted a trend in employees leaving the
organisation as they felt that they were not supported by their line managers. [Appendix 2].

There are, however, different forms of coaching and mentoring which currently take place within an
organisation. For example, all new recruits participate in a week of extensive training and mentoring
when they first join the organisation, [Appendix 3]. This is followed by a 6-month probationary
period where the new employee is mentored by a ‘buddy’ (an experienced member of staff). The
recruit will also participate in regular probation meetings with their line manager which will mentor
them through the first 6 months of their employment.

For existing staff, line managers conduct regular supervisions which aim to support and mentor their
individual staff members and assist with highlighting areas for development. [ also provide
mentoring to one of the new members of my team within the HR department in the form of weekly
session where the employee is able to guide his own development and provide suggestions for
discussion in areas where he feels he needs further support [Appendix 4].

A recent plan to restructure the organisation has identified the need to provide coaching and
mentoring to specific managers to enable them to progress to higher level positions in the future. A
colleague and | have been participating in 1:1 coaching session with an external coach who has
significantly supported me in my development over the previous year.
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In conclusion, although the organisation is participating in different aspects of coaching and
development, these approaches are disjointed, and need to be aligned to provide coaching and
mentoring to all employees in a more cohesive and structured manner to support organizational
development. Clutterbuck argues that coaching and mentoring are two of the most effective ways of
supporting development (Clutterbuck, 2004).

1.2 Evaluate how current coaching and mentoring activity supports achievement of individual,
team and organizational objectives.

My Organisation has two key objectives:

® Increase profit margins
® Provide a high quality of care

Increasing deliverable care hours or purchasing new businesses opportunities are the two main ways
in which my organisation can increase profit margins. As we are already one of the largest
domiciliary care providers for supported living, providing care to 50% of care packages within
Pembrokeshire, the Council are reluctant to provide us with any more packages, however | am
currently in the process of transferring employees across from a different care provider to Elliots Hill
under TUPE further to success at a recent tender for a new care package contract.

To diversify within the care industry, we purchased a local Domiciliary care company specializing in
home care around 2 years ago. More recently my organisation is in the process of purchasing a new
residential facility.

To service these Company’s effectively, we have had to review our Mmanagement structure which has
resulted in myself, and another colleague being identified for future promotions. To facilitate this,
and to ensure we acquire the necessary skillset to transition to more senior roles, we have been
provided with 1:1 coaching session with an external coach. These sessions have been invaluable in
teaching me new skills and transitioning from a different mindset which will set me in good stead for
my future promotion. Ensuring that employees are able to progress organically support Company
growth and development and supports diversification. The support of senior managers is pivotal in
achieving success for new business opportunities.

Coaching and mentoring are pivotal in supporting the achievement of our second organisational
objective to provide a high quality of care. This is done by the implementation of supervisions
[Appendix 5] and appraisals [Appendix 6] in which employees are mentored and supported to
achieve their goals in line with the organisation’s main objectives. We are currently in the process of
developing our ‘core competencies’ which will aid in the development of an employee improvement
program [Appendix 7]. The core competencies align with our organizational values [Appendix 8] and
create a link to our beliefs and how we behave as an organisation.

Developing a core competencies framework will also support a ‘shared vision’. Research suggests
that having a ‘shared vision’ amongst employees has a direct positive impact on employee
performance which in turn has an impact on an employee’s innovativeness and an organisation’s
performance (Calantone, et al., 2002).

1.3 Assess factors in the organisation including other learning strategies which could impact on
the further development of coaching and mentoring.



There are several factors within my organisation which have a significant impact on the
development of a coaching and mentoring strategy.

Culture - In order for a true culture of coaching and mentoring to flourish we need to transition toa
culture of continuous feedback and away from the current system of quarterly supervisions and
annual appraisals as noted within our policy on learning and development [Appendix 9]. A recent
CIPD podcast highlighted a tendency for individuals to try and accomplish tasks individually rather
than accessing ‘go to’ people, this is also true within my organisation. This type of approach limits
the ability to work as part of a team and develop a ‘partnership’ with longer term visions rather than
achieving short term goals (CIPD, 2017).

Current learning and development strategy — Our current approach to learning and development
consists of online and classroom mandatory training as well as mandatory completion of a Level
2/3/4 qualification depending on job roles and levels of seniority. There is a definite lack of ‘vision’
and buy in for the approach to learning and development and it is seen as a ‘chore’ and ‘tick box’
exercise rather than employees and managers gaining true value from it. There is a lack of buyin
across the Company which is seen in the amount of training modules which are out of date.
Managers do not appreciate the importance of these either and are not consistent in their approach
to ensuring and supporting employees to complete training.

Senior Management Team (SMT) — The senior management team do not currently see the
importance of supervision and appraisals, or the importance of regular feedback to their line
managers. In order for us to successfully implement a new coaching and mentoring strategy, we first
need to get the SMT onboard with the concept and committed to learning a new approach. The Area
Managers and Team Leaders are the individuals that conduct the most supervisions and appraisals,
however they are severely lacking in the knowledge and skillset required to carry out supervisions,
appraisals and mentoring effectively. We need to build the confidence of our line managers (people
managers) to manage our people effectively and drive a coaching and mentoring culture.

14 Make justified recommendations for how coaching and mentoring activity can be
developed to benefit the organisation.

Core Competencies

In order to develop our coaching and mentoring strategy we need review the current process and
design a new vision and policy with our updated approach. One of the main functions of our updated
approach includes the incorporation of core competencies into our organisation which can be used
across all job roles and at all levels as a benchmark for the required competencies at that particular
level. We are already in the process of creating our core competencies document [Appendix 10] and
have agreed what our core competencies will be. These decisions were based in alignment with our
Company values [Appendix 8] and our overall organizational objectives.

Learning and Development Program

Employees currently participate in quarterly supervisions with their line managers; however, these
are seen by middle managers and some senior managers as a ‘paper’ and ‘tick box’ exercise rather
than getting true value out of the supervision. In order to change this approach, we are hoping to
incorporate the core competencies in to the ‘supervision’ format, and re-brand the supervision as
more of a ‘personal development plan’ rather than a supervision.

Training for Line and Senior Managers




The line and senior managers underestimate their importance in the role of coach and mentor to
their team members. Evidence suggests that the line manager is in a pivotal position to take on the
position of mentor in order to develop their teams’ abilities (Richardson, 2021).

We will be providing training to our line and senior Managers to enable them to develop effective
skills to mentor their teams. They will also be able to participate in the personal development plans
at their relevant levels, which will also offer peer mentoring, access to additional vocational
qualifications, shadowing as well as other opportunities to enhance their skill sets.

2.1 Promote the benefits of coaching/mentoring within the organisation, recognising and
addressing the potential barriers.

There are many benefits to coaching and mentoring within an organisation, including, but not
limited to improved productivity, increased employee confidence, heightened self-awareness and
greater sense of wellbeing.

I have promoted the use of core competencies within the organisation with the introduction of ‘core
competencies’ to the Company Directors which | hope to embed within a ‘personal development
plan’ structure. This system will encompass coaching and mentoring within the organisation at
different levels, identifying individual goals and areas for development which would be supported
through different approaches [Appendix 9]. The Company Directors have agreed with my
recommendations, and | am in the process of drafting the ‘Core Competency’ policy which will
provide the foundations for the personal development plans [Appendix 7].

There are several barriers which may prevent this approach from being successful. These include but
are not limited to the following:

®  Alack of resources — coaching and mentoring from external bodies can be costly. Cost
effective alternatives need to be sourced, with a emphasis on the use of mentoring which
can be provided in-house.

® Alack of understanding or process — all members of staff delivering the personal
development plans will need to receive sufficient training to understand the approach and
the most effective way of carrying it out, along with the agreed process. [Appendix 11].

* Alack of buy in - ensuring that all employees are sufficiently trained and understand the
importance of the plans should support with ‘buy-in’.

Aside from the personal development plans | have also promoted the use of mentoring within my
department and have set up an informal ‘mentoring agreement’ with one of our HR Administrators
who has been struggling to meet the required criteria. Further to an extended probation period, |
have met with the individual on a weekly basis to discuss areas which he feels he needs further
support or development. This approach has been successful so far with a notable difference in the
employee’s confidence, development and knowledge. [Appendix 4].

2.2 Contribute to the development of organisational coaching/mentoring processes.

Coaching and mentoring supports an organisation to develop individuals’ skillsets, enhance
organisational culture and support a collaborative approach to all aspects of leadership by
empowering leaders and providing them the tools to be effective listeners, supportive and the ability
to constructively challenge and seek to understand the perspectives and ideas of others, Clutterbuck
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and Megginson acknowledge the benefits of creating a ‘reflective space’ through coaching and
mentoring in which individuals can look critically at their performance in order to identify new goals
and overcome barriers to increased efficiencies (Clutterbuck & Megginson, 2006).

| have contributed to the development of a coaching and mentoring strategy through the suggestion
of using core competencies to enhance performance across the organisation. [Appendix 10]. Prior to
making this suggestion | reviewed the feedback from the annual employee feedback forms and
quarterly supervisions with regards to employee satisfaction. These both highlighted that employees
did not feel supported by their line managers and felt that they weren’t able to progress within the
Company. As a result of this | reviewed the potential impact that a coaching and mentoring cuiture
could have on the organisations performance, and how levels of development could be
benchmarked and enhanced. [Appendix 12].

My contribution to these plans will consist of the structure of the ‘core competencies’ document,
and the creation of the ‘personal development plans’ in conjunction with members of the senior
management team. | will liaise with the senior managers to enhance buy-in for the scheme and
ensure that adequate training is provided to all.

I will also be involved in the marketing and roll-out phase and will coordinate alongside other
colleagues in the HR Department. The Core Competencies document is not completed at present
and is a work in progress [Appendix 7].

2.3 Support coaches/mentors to build and develop the knowledge, skills and behaviours required
for the role.

Coaching and mentoring are now considered to be an integral part of effective and successful
leadership. To aid us in developing a culture which is conducive of enhancing learning and
performance and enhance the potential of employees, we need to ensure that the people that are
best placed to be coaches/mentors are provided with the skillset to play these roles and deliver
sustainable results.

Mentoring is easier to achieve and is defined as a mutual relationship with the shared goal of
professional and personal development. The mentor is usually experienced in the required field and
is able to impart the desired knowledge to the mentee (Mindtools, 2021). Developing a coach is
more difficult to achieve as it relies on a particular skillset and the knowledge of different coaching
modules such as the GROW model.

We have started to research different coaching courses which we would be able to provide to our
leadership team to support their development within a coaching role [Appendix 13 & 14].

2.4 Assist potential coachees/ mentees to understand and participate fully in coaching/mentoring
programmes.

I have assisted in the organisation of coaching and mentoring relationships throughout the
organsation. More recently | have arranged for two senior managers to participate in coaching and
mentoring sessions with another, less experiences Operations Manager. These sessions have been
arranged for several hours on a monthly basis to try and support the operational manager to
understand her job role better [Appendix 15].



I'have also arranged for senior managers to participate in coaching training with an external
organisation to provide them with the required skills.

It is important for coaches and mentors to fully understand the importance of this position and its
requirements in order to deliver coaching and mentoring in an efficient manner.

2.5 Support the on-going evaluation and continuous improvement of the organisation’s
coaching/mentoring programmes.

Once the personal development plans are in use, we aim to measure the success of this in several
ways:

Attrition rates: Our monthly attrition percentage is 1.7%, which is fairly low compared to the
industry average for health & social care. Our annual attrition percentage is 25.3% which in
comparison to the industry average of 28% is lower (Workforce Intelligence, n.d.). [Appendix 16]. We
hope to reduce the monthly and annual attrition rates as employees should have clearer progression
paths and feel more valued.

Improvement: Once the learning development plans are in use | would look to meet the senior
managers and staff through the use of a steering group on a monthly basis to understand their
opinions on the plans, any suggestions for improvements, areas for change or any areas that are
particularly good.

Employee feedback: | would report on the personal development plans on a quarterly basis to
review the comments about employee satisfaction and development suggestions.

I would look to evaluate the plans on a regular basis to ensure that they are up to date and include
any new job roles, or changes in working practices and legislation.

Guskey (2000) suggests that there are five different levels at which CPD can be evaluated:

® Participant Learning
* Organisational Support and Change
* How participants use new Knowledge and Skills
® Learning outcomes
® Participant Reaction
(Guskey, 2000).

To assess participants and employees’ beliefs about the plans and associated coaching and
mentoring, we could create a specific survey to gather some additional data. We would also hope to
see a rise in employees applying for internal promotion opportunities, and for a better experience
for our customers who may meet more of our personal outcomes as staff become more
knowledgeable and skilled.
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New Starter Checklist — Residential Setting

Dppehix L

[ Name:

Registered Manager:

|

Start Date: | 22/11/2021 Area: | RCH
Elfy Username: Elfy Password: J
ﬁdditional Training | Date Start/Finish time Venue
First Aid F2F 02/12/2021 9am - 3pm Training Room
#T\/Ioving and Handling F2F 07/12/2021 1lam - 3pm Training Room
Breakaways F2F 03/12/2021 9am —1lam Training Room <{
Epilepsy /Buccal F2F ( 09/12/2021 llam-3pm Training Room
Total Communications I 26/11/2021 2pm-3pm Meeting Room J
Induction
Week 1
IT)ay 1 - Monday Facilitator/Location Time Completed
Y/N
Introduction HR — Head Office 09.30am — ]
Hawthorn Rise 10.30am
* Welcome & office introductions Haverfordwest
* Yammer set up & SA61 2AX
familiarisation
¢  Uniform
Induction presentation Yammer- Online 10.30pm -
| 11.30am
E-Learning Online Training: E-Learning — Head Office 11.30am -
5pm
® Moving & Handling
* Basic Life Support
¢ Communication
® Dignity & Respect
® Equality & Diversity
® Fire Awareness
* Food Safety
® Health & Safety
° E-Competencysafeguarding
* Professional Boundaries
2.5 hours
Day 2 Tuesday
Shadow Shift [ Residents Care Home 8am-4pm
(RCH)
8.0 hours
Total Hours
Day 3 Wednesday
E-Learning Online Training: [ E-Learning - Head Office [ 9am — 5pm ‘ N




VIV Vo
EBRATING@YEARS

{T Infection Prevention & Control

Medication Awareness
MCA & Dols

Fluids & Nutrition

Oral Health

Person Centered Care
Positive Behaviour Support
Documentation & Record
Keeping

Safeguarding & Protection of
Adults

Safeguarding Children
E-Competency Moving &
Handling

Bed Rails

Conflict Management

8 hours

Day 4 Thursday

Shadow shift

Residents Care Home
(RCH)

14:30-22:00

8.5 hours

Total Hours

Day5 Friday

E-Learning Online Training:

Duty of Candour

Learning disabilities

Mental Health

PPE

ABI

Dementia Awareness
Pressure Ulcer Risk Assessment
Diabetes

Epilepsy

Autism Awareness

Cleaning

COSHH

E-Competency Fire & Safety
Appraisals

E-Learning - Head Office

9am - 5pm

8 Hours

Total: 40
Hours
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Week 2

Day 1 - Monday

Facilitator/Location

Completed Y/N

Office use only

Day 2 Tuesday

E-Learning Online Training:

Covid-19

Dysphagia & Texture Mod
End of life care

Legionella Awareness
Original pack Dispensing
Sepsis

Urinary Incontinence - an into

Causes
® Fall Prevention

Urinary Incontinence Types and

E-Learning — Head Office

9am —5pm

8 HOURS

Day 3 - Wednesday

Day 4 - Thursday

Day 5 Friday

Day 6 - Saturday

Day 7 - Sunday

Total:
HOURS

Office Use Only

Task

Completed By

Area of work group
New Starter Group
All Network

Compliments — Residential Settings
Covid-19 Policies & Updates
Wellbeing

Yammer link sent & added to following groups:

Company Updates, Policies & Procedures
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Sighed contract received

Holiday booking system link sent and activated

Copy provided to employee




“rpperahiX G-

Human Resources
\

From: Human Resources

Sent: 14 December 2021 09:19
To: e

Subject: FW: Mentoring session

Kind Regards

Chloe Tickle
Human Resources

elliotshill

CARING ABCUT PEOPLE SINCE 1988

From: Keugmeskia <iaviildemisio @elliotshill.co.uk>

Sent: 14 December 2021 09:04

To: Human Resources <human.resources@elliotshill.co.uk>
Subject: Mentoring session

Good morning Chloe,

For tomorrow’s session, could we look at the following areas please?

When to transition from ATS to PHR. | can do this, but haven’t done it very often, so I am just trying to get it into my
head when we should do it.

Could we go through the balanced score card spreadsheet in more detail please? | have looked at it since our last
meeting, but | could do with the scoring system being explained again.

Notice periods. After your email yesterday, | just want to have it clear in my mind.
Any possible courses that you feel would be of benefit in this role, I still have access to funds for training.
Kind Regards

KETrEEEsn
HR Support



Human Resources

From: Human Resources

Sent: 08 December 2021 13:36
To: Kevsisiiin

Subject: RE: Mentoring session

Hi -t

Thanks for letting me know. | did read this earlier so apologies for slow response.
Have a think ahead of next week if there is anything that you would like to cover.
Kind Regards

Chloe Tickle
Human Resources

elliotshill

CARING ABOUT PEOPLE SINCE 1988

From: «ovbewim <kesFEEEMn@elliotshill.co.uk>
Sent: 08 December 2021 10:37

To: Human Resources <human.resources@elliotshill.co.uk>
Subject: Mentoring session

Morning Chloe,

Kind Regards

EE——"

HR Support
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HR COORDINATOR
APPRAISAL PREPARATION - APPRAISEE

The appraisal is a performance management tool for you and your line manager to use in
measuring your performance against the requirements of your job description.

Please read and complete this form carefully, if you have any questions please ask your
line manager.

Your line manager will also complete a form in preparation for your appraisal. At the
appraisal meeting, you and your line manager will use the forms as a basis for a review of
your performance over the last 12 months and to agree objectives for performance
development in the next 12 months,

L’_NAME ]

JOB ROLE '

BRIEF DESCRIPTION OF JOB ROLE

APPRAISAL PERIOD FROM: ’ TO: }

MANAGER J

Appraisal - Appraisee
Page 1 of 5
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General Comments

Appraisal - Appraisee
Page 5of 5
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Our Values
Caring

The principal focus is on the people that receive and deliver our care,

Being supportive and caring with everyone we work with is why we are still here after so many years. We put
the person at the centre of all we do and make sure that at the fundamental level we care about the person.
We care about the people we look after and the Support team that provides that care.

Happiness

Being happy makes the lives of our service users and the people who work for us better,

Being happy is important. Everyone is entitled to be happy - in their home, where they work and in the
things they do. The people that support our customers are also entitled to be happy and by treating our staff
team with respect and fairness and giving them opportunities to grow and succeed we engender a happy
and vibrant team culture,

Integrity

knows exactly what they can expect of us, We are transparent, open and accountable, There s No nonsense
which means custo mers, staff and stakeholders always know where they are and what to expect.

Learning

We embrace change and always want to learn more.

We believe that no one, whether itis company or a person, can ever stop learning, We constantly review
how we are doing so that we can build on the good and change anything that is not up to scratch. We pride
ourselves on being a Learning Organisation where we capture knowledge and skills from our entire

team including our customers, to build an ever evolving innovative and change embracing culture.

We know we are good at what we do and are proud to be a part of an organisation that pursues
excellence,

We are justifiably proud of what Elliots Hill does, what we have achieved and where we are going. Our
Customers and staff alike are proud to be part of the team and what it means. We are proud of the high
quality support, care and happiness we give our customers and proud of the team culture our staff thrive in,
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Human Resources

From: Human Resources

Sent: 17 November 2021 12:58

To: SeFESeEime

Subject: RE: Core Competencies - Ideas
Attachments: Core Competencies Ideas.docx
Hi both

Please see updated version attached.

I ran over it with Fiona yesterday and she has given some suggestions for different competencies.

I have had a go at describing each competency.

Can we get together to run over the competencies and confirm the ones that we would like to use please?
The final competency document would form the basis of the following:

Updated SV/appraisal forms

Probation packs

Recruitment - adverts, D, interviews
Rising star/development programme

Kind Regards

Chloe Tickle
Human Resources

elliotshill

CARING ABOUT PEOPLE SINCE 1988

From: Ssttssiake <SHPESSEE @elliotshill.co.uk>

Sent: 15 November 2021 16:42
To: Simon Melliotshill.co.ub; Human Resources <human.resources@elliotshill.co.uk>
Subject: RE: Core Competencies - Ideas

I think one of the core value considerations probably need to be Integrity......?



elliotshill

CARING ABOUT PEOPLE SINCE 1988

€ Etiotshin
yesions 2*s Agored
™ FEORLE m Member eqe Cymru O @EIIiotsHillCare

Community Outreach - Supported Living - Learning Service - Residential- Complex Needs

From:w@elliotshiIl.co.uk>

Sent: 15 November 2021 16:29

TorSalmgicsi: <sgimesm @clliotshill.co.uk>; Human Resources <human.resources@elliotshill.co.uk>
Subject: Re: Core Competencies - Ideas

i think the fact they are 'Core’ should mean that all competencies relate to all job roles. People just carry it
out at different levels

From: Ssilligwice-<SgillRSist- (@ clliotshill.co.uk>

Sent: 15 November 2021 16:10
To: Human Resources <human.resources@elliotshill.co.uk>; Simon <simon.clarke @elliotshill.co.uk>
Subject: RE: Core Competencies - Ideas

Hi Chloe
Great start and well presented. Some thoughts.....

I think we should state Level 1 competencies as the basics, then for each level build with more interesting
competencies. So for example for Level 2, you state Level 1 + integrity, problem solving etc etc.

Level 3 = Level 1 &2 plus xxxxxxx

So itisn’t so repetitive at each level. The higher up you go, you can be more creative with the competencies; Level 3
could include Self Awareness or Emotional Intelligence!

elliotshill

CARING ABOUT PEOPLE SINCE 1988

€ Eliiotshill
2*, Agored
@ Member ‘ea £y, ) ©EliotsHiliCare

Community Qutreach- Supported Livi ng -Learning Service « Residential« Complex Needs



From: Human Resources <human.resources@elliotshill.co.uk>
Sent: 04 November 2021 12:00

To: Smermssizmmmmiesice (@ elliotshill.co.uk>; FaEes

Subject: Core Competencies - Ideas

==o (@ elliotshill.co.uk>

Hi both
Had a think about some core competencies and put some ideas down on a word doc - see attached.

Let me know what you think. Thought I’d just make a start but I’'m sure I have missed out a lot of decent
competencies, and there are probably a few too many as well.

Kind Regards

Chloe Tickle
Human Resources

elliotshill

CARING ABOUT PEOPLE SINCE 1988
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29, PERFORMANCE AND REVIEW

29.1  Qur policy is to monitor your work performance on a regular basis so that we can
maximise your strengths_and help you to overcome any possible weaknesses,

29.2  Supervisions can be requested a1 any time by both parties.

30. STAFF APPRAISAL SCHEME

30.1  We have a staff appraisal scheme in place for the purpose of menitoring staff
performance levels with a view 1o maximising the effectiveness of individuals,
Hdentifying training needs and highlighting the potential for further davelopment, detalls
of which are available separately in our Performance Appraisal Policy and Procedure.
Appraisals are undertaken on an annual basis, normally during June or July.



AL~ X (/

OO HRIY

,,wm.mc d

| Bupsoyuaus g eos |

$HAD(HUS
0y sepMde |

Iurdopap suepd )
puE LB
SHNAY

{ HH -
Hdowg 0) gagg g

Buguen

Pue Ségipnae 2

u) satedpey

|
|

Shunyxoddo
JUMUOORAID
pasotoxd
Pur tawoxno

UM did sayepdn
¥

fuvaadwoz
Avnwdoasp | | Bugiorss
40) SEAME S3SSNI5YY d0d spuany

sent
Buseows 10 praye .
< Arsa9 g0q 1oy s
ued g0 samdary Bpea weay

dakoidwy E Japeaweal | JaBeuepy ealy

ueld jusawido|anaq jeuosiag



x (2

paysnes Azap 1202/01/5¢
paysneg 1Z0zZ/0T/9z
|esnap 1202/01/v1
paysnes £T0z/10/50
paysies 120z/0t/L2
paysiies Aiap £202/10/s0
paysies Auap 1z0zZ/01/81
paysines 2z0Z/10/£0
paysnes 1202/01/61
paysnes Asap 120Z/11/5¢
paysnes 120Z/T1/81
pPaysnes SdueApe aJow uj 3no Suiwo 8unwoo sejoy <T0T/10/10
paysnes TZ0z/01/27
paysies Asap 120z/ot/81
paysnes £e0z/10/€0
jeninan 120Z/0T/6¢
paysies 1Z0Z/01/ve
Paysies 1z0z/01/ST
Palysnes tZoz/ot/se
Paysnes Tzoz/ot/st
paysies 2zoe/To/0t
paisnes 1202/01/vT
paysnes 120z/0T/8¢
paysnes 120Z/01/vz
palsies 1202/01/52
paysnes £20Z/10/80
[BAN3NS|2 Yiys T pue AslleA yum yiys T Op 01 31| pjnop, 120Z/01/9z
jennay 120Z/01/82
paysneg 120Z/01/81
(saai0Mm "' 4noA anoadwi ues om yarym (s4o310M 1i0ddng
Yoddns - wioy uoisiniadng)| uj shem M3IA3J 01 sn ajqeus o AIeqpasy yum sn - U104 uoisiaiadng)
dudwAhordwa unoA ypm dp1roid aseaid ‘ssa) 4o IB1IN3U pajes aney noA 4 uoisiniadng yo ajeq
NoA aJe paysnes Moy ‘flesang




pajsnes 120Z/01/02
paysiles Asop ‘diysisapesj ul d8ueyd ayy dus J31ddey si oseg) 720Z/10/80
paysnes Aiap 120Z/0T/¢€T
paysies Aap T20Z/0tT/¢1
paysnes 1202/01/62
paysnes 120Z/11/91
paysnes A1ap 120Z/01/80
[e1INapN ppes) wea) e se poddns SABY JUDIP 3Ys 1|9} u3jaH TZoz/ot/Le
pausnes 120Z/01/ST
paysnes £20Z/10/10
Palsnespu 13y Japun Suryiom yum Addey Ajjeau s BWWID|TZ0Z/01/10
paysnes 120z/0T/v1
paysiessip Aiappea| wes) 30 JjasAw Ayinou 0 pojte} JaSeuew eauy 120Z/11/0T
paysnes 120zZ/01/T1T
paysnes 120Z/0T/L2
paysnes 2202/10/L0
paysnes Alap 120Z/01/62
pausies 220Z/10/50
paysnes 120Z/0T/90
Paysnes 120z/01/€1T
palysnes A1ap ‘paysies 1202/11/0T
paysnes Asap 120Z/0T/vT
[e1AN3aN s “Owapued ayj Jo peys 943 1e s|99) ays sAes 10qg TZ0z/ot/9t
paysnes 2z0z/10/01
paysnes 120Z/11/9T
paysnes 120Z/11/91
paysines TT0z/10/50
paysnes 120Z/01/10
paysiies €20Z/10/10
paisies Alap 120Z/01/6¢
paysnes Asap ¢20t/10/60
paysnes TZ0z/0T/T2
paysnes Asap 2202/10/€0




paysiies Atap 220Z/10/30
pausnes 1202/01/22
palsies 1202/01/S¢
paysnes 1202/01/10
paysnes ¢T02/10/v0
paysnes Aiap ‘paiysies 1202/0t/S¢
paysnes 120Z/0T/vT
paiysines Alap 120Z/01/6T
paysnes 1202/01/.0
paysnes £20z/10/50
paysnes 1202/01/6T
paysnes Aisp 120Z/01/62
paysies €202/10/90
paysies 1202/0T/¢€T
paysies Aiap 120Z/01/62
paysnes 120z/01/22
paysiies A1ap 120zZ/01/12
pausies 1202/11/81
paysies 720Z/10/€0
paysnes Aiap 120Z/T1/€0
paysnes 1z0z/ot/se
paysnes 1202/11/91
Paysnes|aam T 8uiaq Ajuo sejou ay 1oy uondaoxs U UUM|TZ0Z/0T/80
paysies Asap 1Z0z/01/22
paysnes 220Z/10/10
paysnes 120¢/01/8¢
|eanaN pdwios ay) |99y },uop ‘Y3noua papiemal 1994 1,u0Q|T202/0T/07
paysnes 220Z/10/90
paysiies 1202/01/0¢
paysies 120¢/11/L0
paiysnes 1202/11/60
paysies ‘jennap 220z/10/€0

|esinan

$19A0d33js Jo $50] 9y} 03 anp jesznau Ind sey yoer

1202/0t/2¢




paysnes 120z/01/12
paysies 120z/0t/0T
paysines 1202/01/L2
paysiies ‘|ennay “ARduelsisuoo|1z0z/0T/22
paysnes 1202/11/ST
paiysnes 1202/T11/9T
paysnes Aiap T202/10/t0
paiysnes A1ap 120Z/01/¢€T
paysnes £202/10/90
paysiies Aiap 120Z/0T/L1
paysijes 120zZ/01/8¢
paysiles 120Z/01/S1T
paysnes 220Z/10/10
paysnes 1202/0T/v0
paysies 7z0z/10/10
[BAN3N 139 40 asnedaq moj st sasnoy awos uj [esow yeis[1z0z/01/10
paysnes Asap £20z/10/10
paysnes Aiap 120Z/0T/50
paysnes 120Z/01/1¢
paysnes 120Z/0T/61
paysnes 1202/0T/90
paljsiies 2207/10/40
jesinapn J40M O adejd yum pajnrasun 8u1@sy 01 ang T202/11/9T
paysies 220z/10/80
paysies 120z/0t/0z
paysnes 220t/10/10
paysnes 1202/01/L2
paysies €¢02/10/10
B3N }2303 sytys |je yum adod jues ays 33Uy I3y 031 anp|1z0z/01/82
paysnes 1202/01/62
paysnes 2T0T/10/50
paysnes 1202/01/91
paysiyes Aiap 120z/0t/L2




paysnes 1Z02/T1/v0
|esnay 1202/10/90
paysnes 220t/10/50
paysnes 120Z/01/10
paysnes 120Z/01/1¢
paysnes Asap 120Z/01/0€
paysnes 120Z/01/ST
paysnes 1202/01/6T
paysnes 1202/01/%0
palsies 120Z/11/91
paysnes 120zZ/0T/22
paysies 1Z02/01/vT
paysies 120Z/0T/61
paysnes Aiop 1202/0t/S1
paysnes 120Z/01/81
paysnes 120Z/01/¥0
paysies Aiap 1202/01/L2
paysies 2202/10/80
paysnes 120Z/11/80
[EIAN3N [YS pue peaye yuow e yum o stuoy Luop seoy[1z07/01/87
paysnes 220z/10/50
paysnes 1202/0T/sz
paysnes Asap £20z/10/50
paysies 120Z/11/10
paysijes 120Z/01/¢T
jesinapN 1z0z/0t/ztT
paysnes Tz0oz/ot/8¢




Peadix | 2,

Human Resources

From: HR Support

Sent 06 January 2022 16:50

To: Human Resources

Subject: FW: Discrimination Awareness - Virtual Workshop

From: Chloe Tickle <Chloe.tickle@pemcare.co.uk>

Sent: 10 November 2021 09:52

To: N TR T ) pemcare.co.uk>iFinmET <Mds@pemcare.co.uk>; Ceri
Hancock <@emsiwawEEk @ pemncare.co.uk>

Ce: Lucy Walwin-<ieeein @pemcare.co.uk>
Subject: FW: Discrimination Awareness - Virtual Workshop

If you are interested for your development on HR issues.

PEMBROKESHIRE

www.pembrokeshirecare.co.uk me‘fF

au.\f.\g _I: a.‘q‘f 4&{@“

From: “Madkitelaw.co.ub

Sent: 09 November 2021 12:44
To: Employment <Employment@ redkitelaw.co.uk>
Subject: Discrimination Awareness - Virtual Workshop

Join us for our Virtual Workshop: Discrimination Awareness

Good afternoon all,
We hope you are all keeping safe and well.

We are delighted to invite you to join our free to attend Zoom workshop which is scheduled to take place
on Tuesday 30 November from 9:30am until 11:00am.

During this interactive workshop, the Employment team will explore the various pitfalls in which employers
can find themselves in with respect to discrimination ranging from recruitment and selection through to
termination, as well as providing clear and concise guidance on how to overcome and avoid them.

If you are interested in joining this webinar, please register by emailing: Rebecca.James@redkitelaw.co.uk.
Webinar links for the Zoom meeting will be sent out following registration.

If you are unable to make the webinar, please don't worry —register anyway and we will provide you with a
recording of the event.

We look forward to seeing you all (virtually), very soon!

Best wishes,
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Human Resources

From: HR Support

Sent 06 January 2022 16:47

To: Human Resources

Subject: FW: Your Reed.co.uk course purchase
Hidetsmy,

Please see confirmation of the Academy of Health and Fitness, Human Resources course | have booked you into.
You will receive further emails to access the course shortly.

Many thanks,

Chloe Tickle
Human Resources

elliotshill

CARING ABOUT PEOPLE SINCE 1988

€) Eliotshil
(s L)
Ot {0 veme 4345900 O @EliotsHillCare

Community Outreach- Supported Living - Learning Service - Residential - Complex Needs

From: Reed.co.uk <no-reply@email.reed.co.uk>
Sent: 24 November 2021 10:10

To: HRsupport@elliotshill.co.uk

Subject: Your Reed.co.uk course purchase




Thanks for your purchase.
Good luck with your course

You've made the first step towards changing your life with a career
enhancing course.

Jurchase history

Your order details
Order no: 4668109
Purchase Date: 24/1 1/2021

A separate email will be sent shortly to the course student’s email address, as provided
during checkout. This email contains instructions on how to access the course,

In the meantime, here's a reminder of what you've ordered.

Your purchase details

Course Purchased: (HR) Human Resources
Quantity: 1

Cost: tamse

Course Provider: Academy for Health & Fitness
Website: https://hfonline.org/

Email: info@hfonline.org

Contact Number: 02037446845

If a student has not received their course access email, please ensure that junk and spam
folders have been checked. |f you have any questions, or if a student has not received
their course access emalil, please contact us.

FAQs

Not received information on how to access your course from ? Check your junk/spam.

If you have any questions about your order, please can you contact us by using our online
form here.



Alternatively, you can visit our help centre.

We always do our best to respond to enquiries within 24 hours (excluding bank holidays
and weekends).

Looking for more great courses?

You can also view your entire enquiry and purchase history, or browse more courses
below.

View more courses|
View purchase history

Need a VAT receipt? Download it here.

Don't have an account with us yet? You're missing out.
Create an account with Reed.co.uk Courses today and you can:

» Track your enquiry history Sign up now|

e Receive exclusive offers

* And much more...

0 O O




Human Resources

From: HR Support

Sent 06 January 2022 16:48

To: Human Resources

Subject: FW: Here are the access details for your On Demand course
HI

Please see details on how to access your course helow.

Chloe Tickle
Human Resources

elliotshill

CARING ABOUT PEOPLE SINCE 1988

@ Etiotshil
&*s Agored
RE (O e $03 400 © @EliotsHiliCare

Community Outreach - Supported Living « Learning Service - Residential - Complex Needs

From: Reed.co.uk <no-reply@email.reed.co.uk>
Sent: 24 November 2021 10:10

To: kemisBuppisn-—iamiiusitn @clliotshill.co.uks

Subject: Here are the access details for your On Demand course




Start your On Demand course,
here are your access details

Begin your learning journey with your new On Demand course, by
clicking the link below.

Hi Karl,

Congratulations! You now have access to a new On Demand course on Reed.co.uk.
Please follow the link below to get started.

Course and purchase details
Course Title: (HR) Human Resources
Purchaser details: Karl Deakin

Access your course below.

You received this email because karl.deakin@elliotshill.co.uk is a registered user of
reed.co.uk.
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1 Attrition §ats

2 Month Opening Balance Employees joined Employees Left Closing Balance At
3 January 172 1 1 172
4 ‘February 172 9 4 177
5 March 177 1 3 175
6 April 175 3 3 175
7 ‘May 179 5 7 177
8 June 178 2 7 173
9 July 173 3 6 170
10 |August 170 8 3 175
11 September 175 3 5 173
12 ;October 173 4 3 174
13 \November 174 4 2 176
14 -December 176 1 1 176
(5 o

IR



trition %
0.58%
2.33%
1.69%
1.71%
3.91%
3.93%
3.47%
1.76%
2.86%
1.73%
1.15%
0.57%
#DIV/0!
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