[bookmark: _Toc321147149][bookmark: _Toc318188227][bookmark: _Toc318188327][bookmark: _Toc318189312][bookmark: _Toc321147011]  [image: ]
Designing Learning that Sticks.

Sarah Lewis 1910109 | Designing, Delivering and Evaluating Learning and Development | May 2021. Word count: 3,699.


“When you are in the middle of a crisis, it’s sometimes difficult to step back and appreciate quite how far you’ve come in a short space of time. Yes, we have seen the virtualisation of classroom training as a quick win to cope with the immediate crisis. But what the data is telling us is that the pandemic has been a catalyst for a much deeper adoption of digital learning. One that has accelerated how organisations embrace more collaborative learning, more curated content, microlearning and video-based solutions – which will mean that L&D will never be the same again.”
David Perring, Director of Research at the Fosway Group.


 "We're worried about being more likely to catch the virus as we are having to expose ourselves a lot more… Everyone is worried about spreading the virus unintentionally to people they work with."
Mind.org.


[bookmark: _Toc71873334]Executive Summary.
The following report examines the recent changes in both the external and internal environments and the effects these have had on Sainsbury’s and their store colleagues. A PESTLE analysis has been carried out as has a learning needs analysis. The main influential factor on the organisation over the past year has been the COVID-19 pandemic and its repercussions. The virus has had a detrimental effect on the nation regarding mental health and this is evident for colleagues at Sainsbury’s who have worked throughout the restrictions.
The literature suggests that employers need to focus on increased support and creating a positive culture where employees feel free to openly discuss any issues. The report finds Sainsbury’s line managers in need of a training intervention to give them the knowledge, skills, and confidence to deal with mental health and wellbeing in store. The literature discusses the impact of COVID-19 on L&D planning and provision and in particular the accelerated shift towards digital working. 
The main conclusions are that the cost to Sainsbury’s of not successfully implementing a training intervention and thereby failing to fully support colleagues with mental health issues would be both financial and moral and that it is within their legal and ethical obligations to follow the recommendations made in the report.
The result of the above is a recommendation to have one externally trained mental health first aider in each store. This training will then be cascaded to at least all line managers and a wellbeing action plan template will be introduced to guide and support conversations around mental health.











Contents
Executive Summary.	2
1.Introduction.	6
2. The External and Internal Context.	9
2.1 External Factors Influencing Organisations.	9
2.2 Internal Factors.	11
3. Establishing a Learning Need.	12
4. Designing Learning Interventions.	14
4.1 Method.	14
4.2 Supporting Mental Health.	16
5.Evaluating Learning.	18
6. Acting Ethically.	20
7. Conclusion.	21
8. Recommendations.	22
8.1 Mental Health First Aiders.	23
8.2 Mental Health and Wellbeing for People Managers Briefing session.	24
8.3 Introduce a Wellness Action Plan template.	25
Bibliography	26
Appendices.	34
Appendix 1. A PESTLE Analysis of Sainsbury’s in 2020/2021.	34
Appendix 2. The Fosway Group Infographic.	35
Appendix 3. Action Plan and Costings.	36








Figure 1 Ten key trends will shape the grocery industry in the coming years (McKinsey & Company, 2021).	10
Figure 2 The Cynefin Framework	16
Figure 3 The British Psychological Society's SHARE approach (Society, 2020).	17
Figure 4 The Kirkpatrick Model	19




[bookmark: _Toc71873335]1.Introduction.
As a leading food retailer, Sainsbury’s 2,400 stores and their thriving online business have continued to trade and ‘feed the nation’ throughout the COVID-19 pandemic. Sainsbury’s have embraced changes to help customers and their latest strategy aims to put food back at the heart of the business (Sainsbury's, 2021a).
Sainsbury’s employs 172,000 colleagues who they maintain are the foundation of the business, providing award winning service and anchoring the business to the communities they serve. Group HR Director, Angie Risely explains that they are always looking for ways to address the challenges that colleagues face to ensure they are engaged and cared for and that the happier they are, the better the customer service they provide will be (Sainsbury's, 2021c).
Sainsbury’s strives to be a place where people love to work and shop and believe that creating an environment where people can be their best will support business continuity and increase productivity. Making colleagues lives easier is part of the strategy at Sainsbury’s and goes hand in hand with building on their strong brand heritage and reputation (Sainsbury's, 2021b).
The pandemic has had a detrimental effect on the mental health of many and this has certainly been evident amongst Sainsbury’s colleagues working in supermarkets throughout the uncertainty, lock downs, regulations, fast paced change, and all on the ‘front line’ with people flocking to food retailers as the only stores open for most of the period. Mental health at work matters and protecting our present and future mental health has never been more important (Wales, 2021).
Since the restrictions began, people with a diagnosed mental health condition have been three times more likely to have suicidal thoughts than those without (Samaritans, 2020). By December 2020, The Samaritans had provided emotional support to people concerned about their mental health 818,958 times since restrictions began which was a 3% increase on the previous year. Employers have a duty of care to their employees and need to support their health, safety and well-being (MindTools, 2020c).  Creating a supportive environment and encouraging positive mental health is not just the right thing to do but it also has legal implications. With some mental health issues being considered as disabilities under the law, it is imperative that organisations are prepared (acas, 2021). 
The financial cost of employees who are off due to mental health issues is also a key motivating factor to successful interventions with this accounting for 11.6% of all sickness absence in the UK, making it in the top four reasons (ONS, 2021).
The reduced access to mental health services and less social and community support (Samaritans, 2020) means that line managers are increasingly dealing with mental health issues and thrown into the role of counsellors that they need to be better equipped for. This is where the L&D team need to support managers as they continue to work through the pandemic and deal with their own stresses and strains. As with any period of intense stress, the physical and mental repercussions might not manifest until the strain eases so the end of lockdown might cause key workers to become unwell and feel distressed as they realise how hard it has been (Foundation, 2020). 
As Sainsbury’s currently reshapes the talent team and ultimately reduces the number of heads, the training interventions that are designed need to be ever smarter and more effective as well as suitable for stores where social distancing continues to dictate operations. 
The report aims to present the following aims and objectives to Sainsbury’s Operating Board and build on the great work that is already supported by board member Clodagh Moriarty in her role as well-being sponsor.
· Discuss recent changes in the external environment and their effects on employees working in Sainsbury’s stores.
· Analyse how these changes have disrupted the L&D sector and examine best practice in organisations that are successfully addressing mental health issues.
· Critically evaluate learning interventions that support line managers to deal with colleagues’ mental health.
· Provide realistic recommendations to be implemented in Sainsbury’s stores.

[bookmark: _Toc71873336]2. The External and Internal Context.
[bookmark: _Toc71873337]2.1 External Factors Influencing Organisations. 
It is necessary to understand and consider the general external environment that influences an organisation and particularly the impact this has on L&D (Lee, et al., 2014). A useful method for exploring these external influences is a PESTLE analysis which reviews the political, economic, social, technological, legal and environmental factors affecting an organisation (CIPD, 2018; Farnham, 2015). Such an analysis has been carried out regarding the current situation in Sainsbury’s and can be found in Appendix 1. 
By far the most influential factor in the last year has been the COVID-19 pandemic. For Sainsbury’s and the UK, restrictions and repercussions of the situation span across each of the PESTLE factors and continue to shape planning and strategic outlooks as guidelines change again. Globalisation looks here to stay, as major economies become ever more interdependent with one another (CIPD, 2014).
The external environment can be seen as volatile, uncertain, complex, and ambiguous (VUCA) and all organisations must respond if they are to survive (Giles, 2018). L&D plays a crucial role in supporting organisations and must be business and context savvy as well as versatile so they can anticipate and respond to changes in the external environment (Jacobs, 2019). 
According to the latest labour market report, the jobs market will continue to shrink because of the pandemic. Around 33% of employers were planning to make redundancies leading up to September 2020 (CIPD, 2020b). Sainsbury’s has also seen several redundancies as store structures and departments change. COVID-19 has changed the market in unprecedented ways and evolving consumer demands require grocery retailers to adopt new strategies to increase performance and pursue growth. Sainsbury’s grocery online sales grew by 128% year on year accounting for 18% of all grocery sales (Sainsbury's, 2021d). Shifts around online, value and lifestyle agendas are creating opportunities for grocers on the one hand and are also putting pressure on margins especially as spending may shrink as restaurants return (McKinsey & Company, 2021). 
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[bookmark: _Toc71801738]Figure 1 Ten key trends will shape the grocery industry in the coming years (McKinsey & Company, 2021).

Following record sales in 2020, the grocery market is likely to decline as COVID-19 restrictions are lifted. The scale of this contraction is uncertain and will depend on the further evolution of the crisis. All grocery retailers are likely to work towards capturing the online and lifestyle trends and this will have implications for L&D as costs need to further reduce as new margin pools are tapped into (McKinsey Global Institute, 2021). During any downturn in the economy, training budgets are often first to be hit and the challenge for L&D is to ensure training and development initiatives remain on the strategic agenda (Lee, et al., 2014). What is working and what is not will be scrutinized as changes to working and learning affect L&D budgets. The impact of COVID-19 on corporate L&D could mean that L&D might never be the same again (Group, 2021).

[bookmark: _Toc71873338]2.2 Internal Factors. 
The COVID-19 pandemic has also had an unprecedented impact on the internal operations of organisations. The ability to learn, adapt and continuously improve in the face of this challenge is vital. To remain relevant in a challenging labour market, businesses need to think strategically about how they invest in and develop their human capital (CIPD, 2020a). 
One way is to create a supportive learning environment where development is encouraged at every level. The concept of the learning organisation as introduced by Peter Senge in 1990 faced criticism for its strict criteria which were seen as unachievable (Harrison, 2009). Being interviewed thirty years later, Senge defends his definition explaining that the theory has continued to evolve, and the key aspects are as important today. The focus on collective rather than purely individual learning is essential, and the main emphasis is on action and then reflection (Reese, 2020). L&D professionals need to continuously evaluate the current learning environment and what is required. L&D teams displaying professional courage, a core behaviour on the CIPD’s Profession Map are more likely to bring stakeholders together to support learning (CIPD, 2020a). 
Sainsbury’s has successfully embraced online learning which meant training could continue during the pandemic. Social distancing and travelling restrictions have put a stop to face to face courses and other methods such as Microsoft teams have been utilised. Learning through technology has different outcomes depending on the colleague or manager in store which will need to be considered when deciding on a successful intervention linked to the report. 

[bookmark: _Toc71873339]3. Establishing a Learning Need.
A clear analysis of how L&D needs relate to performance gaps is key to ensuring learning is effective in your business. This starts with knowing your current and future needs and assessing the skills, attitudes and knowledge that exist (CIPD, 2020d). The CIPD New Profession Map specialist knowledge section highlights the need for learning design and delivery to blend approaches (CIPD, 2021c). To gain the most value out of L&D opportunities, the needs must be carefully identified and aligned with appropriate interventions. It is essential to develop your line managers in Sainsbury’s using tools relating to best practice so they are an asset and can add value to colleagues by supporting their needs (Robson, 2009).
The world of work has changed because of COVID so managers’ skillsets will need to evolve. There is a need to balance traditional leadership qualities with softer human skills such as empathy, communication and resilience. It is important to ensure all leaders in Sainsbury’s undergo specific training on how to help colleagues maintain emotional wellbeing (Claes, 2021). 
Evidence from the Mental Health Foundation suggests that better mental health support in the workplace can save UK businesses up to £8 billion per year and that supporting mental health issues will give a positive return due to reduced presenteeism and absenteeism (Foundation, 2020). Coping with working during the pandemic can present many triggers for stress and anxiety. In Sainsbury’s, colleagues come into contact with hundreds of people per day and this can cause anxiety about their own safety and the safety of those they live with or care for (Mind, 2020a). Being asked to wear a facemask can also cause people to become anxious as can customers refusing to wear them, coming too close, being aggressive and even licking banknotes before handing them over. People are also dealing with the loss of loved ones and need support. 
The LNA for this report was carried out informally and involved observations and questions focused on the increased demand in mental health support at a Sainsbury’s store. Research shows that an increase in virtual healthcare could persist in the next two or three years with line managers having to act as counsellors (McKinsey Global Institute, 2021). Studies suggest there needs to be more employer support, a poll in March by Mental Health First Aid England revealed that 25% of workers had not received a single mental health check-in since the start of the pandemic (Brown, 2021).

[bookmark: _Toc71873340]4. Designing Learning Interventions.
[bookmark: _Toc71873341]4.1 Method.
The pandemic has forced a faster and more widespread shift to digital learning as the need for new forms of training and support is created (CIPD, 2021b). The impact on corporate L&D will affect budgets and requires a constant review of what works and what does not. In response to the pandemic, L&D strategies have changed for 94% of organisations according to research (Group, 2021). The Fosway Group report (see Appendix 2) found that the perceived success of traditional e-learning was slowing down with video content becoming the highest rated method to support organisations through the crisis. This is followed by curated content with collaborative learning also being a key priority. After virtual classrooms, learning experience platforms rank highly with 84% of L&D leaders believing it is important to integrate digital learning into other corporate platforms like Teams, Slack and Trello (Group, 2021).

 In the UK, online learning is most common in larger organisations but employers are slower to embrace emergent technologies such as virtual or augmented reality (CIPD, 2021b).  Embracing digital learning solutions is one of the aspects of the core knowledge area of the new Profession Map (CIPD, 2021d). L&D specialists need to show their humanness to encourage collaboration and learn from failures to build courage in new approaches (CIPD, 2021a).
Learning is essential for the future of Sainsbury’s and especially in the current climate where adaptability and continuous improvement are vital (CIPD, 2020c).  Where the course was once the go-to, it must now be delivered in the ‘flow’ of work and not at a separate venue. Using internal experts can help build workforce capability and support internal knowledge transmission. This can be seen in the Scottish Water Skills Academy and Shell’s Communities of Practice (CIPD, 2020c). At Vitality, innovation is constant and project turnaround is fast so L&D teams utilise a resource-led approach and strategically place information where it can be easily accessed. They also make time to evaluate their work to inform future practice (CIPD, 2020c). 
The context where learning takes place is important for successful design and considering it fully will improve the depth of learning. The Cynefin framework is a problem-solving tool that encourages an assessment of the situation depending on what domain it falls under. This enables the most appropriate way forward to be reached (see below) (MindTools, 2020b).
[bookmark: _Toc71801739]Figure 2 The Cynefin Framework




Supporting mental health in Sainsbury’s will require specialist learning provision and falls under the complicated domain. Acknowledging the context of learning is also supported by the Learning Awareness Framework and both theories claim to improve the outcome of the learning (Griffiths & Inman, 2017).

[bookmark: _Toc71873342]4.2 Supporting Mental Health.
The British Psychological Society have published an approach called ‘SHARE’ to help employers and employees deal with COVID- related anxiety and adapt to new ways of working (see below).
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[bookmark: _Toc71801740]Figure 3 The British Psychological Society's SHARE approach (Society, 2020).

Employers are encouraged to let employees talk about their worries and wellbeing issues and to make it clear that sharing concerns is valued and safe (Society, 2020). They also point out that some employees might not be able to talk freely to managers and vice versa so encourage a wider support network, most of which is in place in Sainsbury’s stores. Sainsbury’s have an Employee Assistance Programme, in store trade union representatives, colleague and manager wellbeing champions (untrained), independent advice available from Validium counselling services, internal social media groups dedicated to mental health and wellbeing and most recently a free app called Unmind has been launched. Employee wellbeing is clearly on the corporate agenda and support is developed all the time. Resources are available if people want to make use of them. 
Training is essential to equip people with the understanding and confidence to deal with all kinds of mental ill-health and wellbeing issues. Mental health first aid training gives people improved knowledge of mental illness and possible interventions, as well as giving confidence to help people (mhfa.wales, 2021). 
Many employees do not feel comfortable speaking about poor mental health, and this is unlikely to change following the pandemic. Employers need to support employees with everything from regaining their work-life balance to supporting severe mental health conditions and line managers require the support and training to gain the knowledge and skills to be able to do this (CIPD, 2021e). The CIPD provide workshop slides to be used in a briefing session with managers which can be added to for Sainsbury’s specific information. If managers are trained and the culture is supportive, the aim can be prevention.  In Deloitte, the training includes resilience workshops and early disclosure and the internal learning programmes improve health literacy which all add up to employees reaching out earlier (CIPD, 2018). 

[bookmark: _Toc71873343]5.Evaluating Learning.
To be effective, L&D evaluation needs to be linked to performance gaps in the organization. The quality and effectiveness of L&D activities can be checked in terms of learner engagement, impact on performance and how they transfer to be used on the job (CIPD, 2020e). 
In the mid 1990s, Easterby-Smith created a model outlining the purposes of evaluation as proving, improving, learning and control. Proving that something happened because of the training, making it better next time, measuring if the learning outcomes have been achieved and focusing on the practitioners to ensure they are performing to a high standard (O'Sullivan & McFadden, 2014).
The Kirkpatrick model, first published in the 1950s remains influential today and looks at four levels for evaluating learning (see below).
[bookmark: _Toc71801741]Figure 4 The Kirkpatrick Model

It is important to assess results in measurable terms and for all involved to see the ultimate destination of the initiative. Levels of evaluation need to be considered at every step in the design, execution and measurement of the training and the starting point is level 4: the results. 
The desired result for Sainsbury’s would be competent line managers who are able to engage with mental health on a deeper level and support colleagues. The degree to which the reinforcement of any training happens directly correlates to the improved performance and positive outcomes (Partners, 2021). In Sainsbury’s stores, senior managers need to evaluate newly learned knowledge and skills after the training to produce the highest level of learning effectiveness. It is essential that L&D creates positive behaviour changes to create maximum value in any organisation. 
According to Shackleton-Jones, the problem with standard corporate learning functions is that they are not designed to help people develop or do their job. They are designed to push content at people on the assumption that will have the desired effect, but it does not. The challenge is to reorganize corporate learning so that it adds value to the business that is funding it (Shackleton-Jones, 2019).
[bookmark: _Toc71873344]6. Acting Ethically.
Actions and behaviours are judged by ethical standards. The new Profession Map sets out a shared purpose of what is important in terms of values and standards for the people profession. By applying these in all areas, specialists will gain a higher degree of trust and credibility (CIPD, 2021f).  
Doing the right thing is one of the forces behind the need for inclusivity within development in organisations. Sainsbury’s is an inclusive employer where colleagues are encouraged to develop their skills and fulfil their potential. Gaining a gold accreditation from Investors in People for four years running demonstrates the company’s high ethical standards (Sainsbury's, 2021). Consideration must be given to equality and diversity in the delivery of training to ensure it is not simply a ‘one size fits all’ intervention and this will provide benefits to colleagues and the organisation.

[bookmark: _Toc71873345]7. Conclusion.
The COVID-19 pandemic has been the most influential factor affecting people and organisations during 2020. Organisations have had to react swiftly to constant changes and rethink operational strategies. Lockdown restrictions, social distancing measures, compulsory face masks, health concerns, bereavement and major uncertainties have all taken their toll on the nation’s mental health. Sainsbury’s supermarkets have been open for trade throughout the pandemic and colleagues and managers in stores have been working face to face with the public as they shopped more than ever both instore and online. 
The last year has seen an increase in mental health related sickness absence and Sainsbury’s colleagues have engaged in conversations regarding the stress and anxiety caused by the number of customers in stores, lack of social distancing and sporadic wearing of masks, job uncertainty through changing structures; and more conflict between each other. This has led to the need for line managers to listen carefully and offer support as well as continue to manage issues according to company policy. 
L&D has been disrupted by social distancing measures and digital learning has been fast tracked as companies utilise technology to ensure good communication and maintain continuous development. There is a need to provide line managers with training to provide a supportive environment where preventative measures can be put in place as well as giving them the knowledge and skills to intervene appropriately when poor mental health is presented to them. It is important that any learning interventions are reinforced in store to create a positive and open culture where people feel free to talk about their mental health without the fear of being stigmatized. 
The next section will provide realistic recommendations to support managers through training to give them the confidence to openly engage in all areas of mental health. 

[bookmark: _Toc71873346]8. Recommendations.
Following the above conclusions and the content of the report, a recommendation is made to remedy the lack of knowledge and skills leading to low confidence among line managers in Sainsbury’s stores when dealing with mental health issues. As the review of the literature has shown, better equipped managers can provide open and safe environments where people feel free to talk about issues and are more likely to continue to come to work rather than stay at home. The cost to Sainsbury’s of not successfully implementing this training and therefore failing to adequately support colleagues’ mental health will be financial as shown in sickness absence that disrupts the business and will lead to a slump in morale and trust that could affect customer service, sales and the wider brand.
After implementation, learning needs to be reinforced by senior managers in store who can provide continuous evaluation and support. 
[bookmark: _Toc71873347]8.1 Mental Health First Aiders.
Training is essential to equip managers with the tools, understanding and confidence to deal with all kinds of mental ill-health and wellbeing issues (mhfa.wales, 2021). 
One manager from each store should attend a mental health first aid course provided by an external company or specialist. This course should cover information on developing mental health problems such as:
· Depression,
· Anxiety,
· Psychosis,
· Substance use problems.
The training also needs to cover issues relating to mental health crises such as:
· Suicidal thoughts and behaviours,
· Non-suicidal self-injury,
· Panic attacks,
· Traumatic events,
· Severe psychotic states,
· Severe effects from alcohol or other drug use,
· Aggressive behaviours. 
Choosing the right manager for this will be paramount in ensuring the appropriate culture and support are provided in stores as this person will play a vital role in cascading the knowledge to the other managers. The mental health first aider can work closely with the wellbeing lead manager to pool resources and share information. 

[bookmark: _Toc71873348]8.2 Mental Health and Wellbeing for People Managers Briefing session.
The store mental health first aider with support from the operations manager will plan and implement a mental health training workshop for all other customer trading managers (CTMs) in store. This can take place in small groups of around four people to adhere to social distancing and to facilitate group discussions. If possible, a senior manager should attend the session and responsible colleagues/ wellbeing colleague leads. 
· Free workshop resources in the form of PowerPoint slides are available at 
mental-health-and-wellbeing-briefing-for-people-managers briefing materials_tcm18-77835.pptx
The sessions should last at least one hour with a further hour per week for the next month available for CTMs to explore additional learning resources. 
The session should include:
· An overview of mental health including signs and symptoms,
· An explanation of the managers’ role in supporting employee wellbeing,
· Guidance on conversations on mental health,
· Support managers with further reading and resources. 
As the review of the literature has shown, measurable results are important to provide the return on expectations that is required by the company (Partners, 2021). Competent managers should reduce the instances of sickness absence linked to poor mental health and an open culture of early disclosure and support will be evident. 

[bookmark: _Toc71873349]8.3 Introduce a Wellness Action Plan template.
Sainsbury’s currently has a link to a workplace adjustment plan on all return-to-work resources. For employees who are disclosing mental health issues, conversations needs to be guided in a more specific direction. Examples are available from the charity Mind and the CIPD or can be written during the workshops. 
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[bookmark: _Toc71873352]Appendix 1. A PESTLE Analysis of Sainsbury’s in 2020/2021.
	POLITICAL

BREXIT: trade regulations/restrictions,
COVID-19: focus on healthcare and developing vaccines, Government led training less prominent 

	ECONOMIC

Big investments needed for extra PPE due to social distancing,
Possible recession due to COVID closures and job losses, customers spending less

	SOCIAL/CULTURAL

Increase in demand for more career development from employees,
Stronger emphasis on education and learning due to workforce planning,
Restaurants opening could have an impact on shopping habits,
Colleagues are affected by the pandemic and its repercussions; delivery is even more differentiated.



	TECHNOLOGICAL

TECH is a differentiator,
Shift to digital learning hastened by COVID restrictions as face-to-face learning not possible,
Pace of communication is quicker as organisations adapt to new tools,
Learning is more accessible to computer savvy employees.

	LEGAL

COVID legislation and guidelines for customers and businesses,
Trading restrictions imposed as pandemic continues E.g., non-essential goods in supermarkets not available.
Face masks, social distancing legislation,
Mandatory training E.g., Think 25 and Health and safety continues,
Regular updates in legislation. 

	ENVIRONMENTAL

Trainers not able to travel to stores,
Sainsbury’s pledge to reduce carbon and become a Net Zero business by 2040. They invest £1 billion over the next twenty years. 
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[bookmark: _Toc71873354]Appendix 3. Action Plan and Costings.
	WHO
	One CTM in every store to attend mental health first aid external training (currently online),
Store operations manager to support with planning and evaluation,
Every CTM in every store to attend mental health workshop,
Responsible colleague and wellbeing lead to attend workshop.


	WHAT
	External mental health first aid training example: 12-hour course online, 
1-hour sessions using PowerPoint resources,
Time to explore extra resources and further learning,
Wellbeing Action Plan template to be introduced.


	WHEN 
	Training to be implemented ASAP as focus is on current situation linked to COVID-19.


	WHERE
	Online mental health first aid training to be actioned on a store pc or tablet.
In store workshops to be held in training rooms, coffee shops if closed to customers or wellbeing rooms if available.


	HOW
	Store manager to invest time in choosing the most suitable CTM to be the mental health first aider,
Operations manager to guide and support the MHF in planning and implementing the workshops,
MHF to use available resources and their training to roll out training and initiate discussions in store.


	HOW MUCH
	Mental health first aid courses are currently available for no charge, so stores need to investigate local provision.
Example of prices if course is not available free: 2-day adult course provided by MHFA Wales costs £180.
Store cost in time for workshop will depend on the grade and structure of the store. 
For example, in Sainsbury’s Bridgend there are 12 CTMs.
The average hourly rate for a CTM is £15.
The average hourly rate for an ops manger is £20.
The basic rate of pay for a colleague is £9.50.
The cost in this store for the workshops would be:
1 x £20, 12 x £15, 2 x £9.50 = £219
After workshop learning would be:
12 x 4 @ £15,
2 x 4 @ £9.50 = £796
Plus the cost in time of these colleagues and managers not being available for other activities in store.
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The five components of SHARE are:
1. SAFE working: Assessing risk in the workplace
2. HELP yourself and others: Communicating and meeting needs.
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4. RELIEVE the pressure: Helping yourself and others to adapt and cope.

5. EVALUATE: Review the situation regularly to ensure ongoing success
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