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Steven Thompson   1:05
So I'm here. I've uh.
I think I had one of those issues where I had to sign back in and my authenticator app played up but then it may have stopped the recording so just trying to check.
C.
Where that is at chats.
All that activity.
And it's gone.
Somewhere.
I'm not.
I have no idea what I've done.
I know I hated it earlier. Computers gotta love them, right? So I'm not gonna waste.
I'm looking for more. There you are. Alright, so um.
Figure out how to make that up later. But yeah, I know I started the the recordings earlier and.
It's gone somewhere and even the past ones I've was looking for.
Anyway, I'll look for him after after class. All right, So what I want to do is break your hearts a little bit is the fact that I'm going to continue on a little bit more because I know next week we got learning theories and then.
Into HR procurement and and try not to get too in in the last night, the 10th night.
Into too much teaching. I'd rather do some review and going through the processes there. So that's my intent and going over with the assignment and so forth. So I'm going to go about another 15.
Push 20 so that if I need to catch up or restart anything on next week before learning theory, I can do that, but then we'll have just a group discussion a little bit about motivation where we're at, OK.
If nobody's opposed, well.
That's it there.
So.
Yeah.
And we go device device.
Alright, so in terms of looking at motivations, kinda wanna kinda quickly touch on.
Reward systems cause it's come up earlier and this evening it's come up also with power. OK and some sort of theories that come up around that as well.
OK. And you know what what we're talking about, I think we've discussed when we looked at reward as a power is that you know in terms of fairness that equity.
And we hear that quite a bit.
You know, and we want to make sure we're treating everybody the same, which is, you know, rightly so. But how do we do that in terms of rewards and keeping it meaningful, keeping it rewarding those with the right efforts?
And the right performances that we want, but also fairly. OK, it's it's a challenge because what we said earlier is like not everybody gets a trophy type of environment, but we still got to motivate.
All of them. And I think sometimes the the harder challenge is the we can motivate the people that are doing really well, the top person at the top out of all the people that we lead.
They're the easiest ones to continue motivate because they have a lot of it within themselves and their rewards are usually somewhat quite simple. It's that you go out, you see them, you connect with them.
You praise. You let them know they're doing well. They're expecting it. You might give them a little tangible reward. Maybe, you know, shift off or go home early or, you know, you find something more.
Meaningful and then.
We spend a lot of time at the person or the people at the very bottom end. They just don't want to be there and rewards just don't interest them and so you're you're hurting to try to find.
Some way to motivate them to get the job done, to perform. And so the people in the middle kind of miss out a bit. They're working hard. They could work harder.
Um.
But we haven't quite found the reward to reach them, to make them want to do more for us. We don't want to lose them to the far side because those folks, we are already spending loads of times we talked about before.
So how do I make what I do all fair for everyone throughout? Because I don't want to reward the non-performers because then the good performers are thinking, well, what's the what's the point? OK.
So.
Come on, there we go.
One theory is the equity theory with Jay Adams, right? And what equity theory is is about is that most people are not worried about the absolute amount of what kind of.
Reward they're getting.
But make a relationship to what others receive. OK, so it's like, OK, I don't need a lot myself, but why are you giving somebody else a whole bunch, right?
Um.
And they're not making a huge connection with that, OK? Because a lot of folks take what they're doing, what they're putting into the job is.
It's getting the outcome that they're happy with, OK and um.
And then they don't worry so much about is it equal or not? OK, as long as I'm doing what I'm supposed to do and I'm reaching an outcome, is the person next to me, my left or right, doing the same?
And if we're all being treated the same, then we're great. But if you get that one person that isn't performing and they're getting the same reward as me, and I think I discussed this earlier, I, you know, one year I was getting the same performance rating as another person and it's like.
Wait a minute. I know I'm. Well, I like to think I'm performing better, but you moan about their performance all the time. So I'm led to believe that they're definitely not performing to my level.
But you're rewarding us the same, and that's what we don't want to happen, OK?
So um.
What we have to understand in terms of equity, in terms of rewards, is that each employee has different experiences, right? And those experiences are related to.
How they are within their, sorry, within their own organization. OK, so it's that inside what they feel about what's going on the outside, right? Employees experiences.
Outside of his or her current organization is, well, what do other people from outside around me think about how I'm doing and is that fair compared to somebody else?
OK, you may have incurred the other inside, which is, you know, another individual group inside the organization sees. Well, that's not fair. Why are you being treated differently?
You know, and you've probably heard this or encountered this from another shop, another group, another shift. And you know, they're friendly with another employee there and they're like, well, that's not right. That's not fair. Why are you being treated?
You know, differently. Why are you getting a different response to something else? And I think we've probably seen that once or twice, right? And then of course, then there's the.
Another individual group of individuals. Sorry.
That are outside of your organization and they're kind of telling you an employee, well, that's definitely not right and they don't have an understanding what's going on within the organization. So this is where we start getting.
The mindset of something's not right, something's not fair going on here within our employees, OK, from what they see and in terms of rewards and then therefore motivation.
To be hindered because of this. All right, So what happens when they perceive there to be inequality? They're going to change their inputs, so they're not going to work as hard.
All right. Or they might work hard. They might be doing the best, but their performance isn't so well. So the outcomes aren't what we want. Maybe they are those what we talked about earlier, not meeting deadlines.
I'm not meeting goals in some aspects, but they're there, they're working, but into their mindset they like, you know, why do I need to do the best when I'm not going to get the same as somebody else?
And what? What? What happens, right? They could go quite negative here. Their perceptions about themselves could be in jeopardy. I think this is probably.
The one I go to often, if if I'm not doing something right and not being rewarded like everybody else, or, you know, not being treated like everybody else, then I'm like, well, what am I? What have I done wrong? What am I?
You know what? What is it that I've not attributed to here that I should have to make myself like every, you know, receive a reward like everybody else? Or we look at perceptions of others. There's a lot of those outside influences, either outside of the.
Team outside of the organization. So I'll make adjustments. Well, you know what? You're right. I'm not going to do that anymore. And so forth. I think my wife tries to adjust my perception sometimes in terms of, well, you shouldn't do that. You know, don't. You're doing too much. You know why would?
Why should you bother? Don't go asking them. And I'm at the end of the day, I do listen to her, but it's like, yeah, but I got to do what's right for me, how I got to achieve and move through here, OK?
They might choose a whole different aspect of it. They might leave the section. They might choose a different way of doing things altogether, or unfortunately, they may just leave.
All together, if they really feel there's too much unfairness going on, alright.
Um. Equity theory in itself. Um.
Tends to focus on distributive justice. Does that precede fairness and allocation amongst everybody? OK.
You can sit there and say in terms of equity, is it all we can do because it's just the way the organization is, right? This is how it's we're going to do it. We're going to treat everybody exactly the same.
There is no over performers. There's no under performers in terms of organizational justice is what we're looking at, OK? And it's hard to motivate in an atmosphere like that because you do know.
That there are hard performers and you want to keep that going and even though you got what we might perceive as underperformers.
They might be easily motivated to keep going, but if we give them a reward for doing very little, then you know, why would they have to go and do harder and do more OK?
Procedural justice is again proceed fairness of the process used to determine the distribution award. So if we have a set procedure, well, if you hit this mark then I can reward you if you don't.
Sorry, that was a procedure is what we're saying.
Not always the best, only because some people can really, really, really, really try and really put a lot of effort in there. I see this with students with mathematics where math might come easy.
To somebody and they can hit those high targets and achieve within a timeline.
Or others are really working hard. They're really trying it, but mass isn't their thing. And because we have a procedure and you don't hit the mark and it's sorry, you don't get rewarded and again.
Is it fair? Is it right? It could be, but I think a lot of younger people don't see that and then rather just give up versus try harder is what we're trying to.
Saying that just try harder, but also practice your skills so that when you do try harder next time, you have the skills to back it up is really what we're kind of saying. So then hopefully you can get rewarded.
In the next go type of thing, all right. And then interactional justice is again individual's perception of the degree to which they're treated. So if you're.
In my mind, this is that feedback. I see you. I see what you're doing. I see the effort that you're really putting in. I'm concerned that you are putting so much effort in there and you're just missing the mark. So let's work.
On this and you're treating them with that equal respect and that dignity here, and this is something that um.
Where we can get to a very good fairness in terms of reward and with positive motivation in terms of equality. I'm treating you honestly, openly, but I'm also doing it with the next the person to your left, the person to your right.
And that you all can get to where we need to be. Therefore you all could get a reward and hopefully is what we're trying to get to is that motivation.
OK. And a lot of times in terms of our reflection, it's that if you have a situation that is it fair, is what's happening to me fair?
I am I um.
About to have a change in jobs or you you in terms of the aspect of my work, is everybody being impacted in the same way? Why am I different than everybody else and how that is handled you could look at.
In terms of reflection of, you know, was it a fair process, was it equitable to you and the individual, or was there an issue behind it that came about because it seemed or was perceived?
As being unfair to what was happening, all right.
And then self-determination theory. Edward Dessi and Richard Ryan. Again, Dessi comes up quite a bit, especially with learning, OK.
And in terms of motivation is people prefer to feel they have control over their own actions. And I think this is kind of where we want to get is I want to be part of.
What's going on? And I want to be able to have, you know, that interaction, that control of what is happening around me and therefore that's what helped motivates me because I'm determined.
To perform, right? Um.
We don't want it to be like an obligation. We want it to be um.
You know, you're part of this and you want to work hard. So I think in terms of like policing, you know, I think that mindset of, you know, I'm here because I want to be here. I want to help others. I want to make not only my community safer, but other communities safer.
And though I'm going to be challenged all on the way, and I'm going to be tested with every interaction, every person I come in contact with, and I have to be ready for what could come at me next.
And so it's that motivation of I got this, I'm trained, I'm, I'm prepared for it. So then therefore I'm determined to make things better.
Within this realm of what I have and what I can control, I can't eliminate crying completely. I can't eliminate, you know, the truth, everybody to speak the truth every time I talk to them.
Um, but if I'm doing my best for what I want to achieve and I'm happy with that is what we're talking about in terms of self-determination.
All right. And it looks at a couple of these motivators, again, bringing up intrinsic and extrinsic.
You know, intrinsics, again, that that desire from within. I like it. I really want to do this. I want to be here. I know there's challenges that at times, but I can. I'm going to work through it, right? Because at the end of the day, I like what I do.
Extrinsic is what's going to test us a bit. It's the outside issues. It's the bad weather. It's the good pay that we like. It's the.
Who I work with, right, that can push up again my personal inside motivations as well. All right. And so how do I can I reward? You know, it's looking at those extrinsic motivators.
What can I do to influence those rewards on the outside to keep up the inside motivators? All right, so.
Desi and Ryan say, hey, look at cognitive or thinking evaluation in terms of their their theory, what is going on within our own minds, right?
Looking at the the way we want to pursue our goals, right? Is it consistent with interest and core values? You know, with the things within themselves and does it meet what's expected from the organization?
As you can see there, it says that through research, people pursue work goals for personal reasons. They want to be part of that. They want to see the organization succeed.
Um.
And if so, then they feel better fit into it and they they may want to be there longer. They want to perform better. Um.
I've always kind of thought that, especially in policing, there's a, you know, a relationship that you build with a partner within a team that's there no matter what. And a lot of times it's somewhat of that intrinsic.
Behavior that we like and that we want to come back to work the next day. We want to do our best to to keep the team moving forward. But if there's ever a ***** in it where it's not such a nice environment or it's not such a.
You know, it's such a drag to come to work. It's hard to keep the inside motivators going right to what's going on. And then it gets into our mindsets to say, oh, I don't know if this is right and I'm not motivated any longer to do what I want.
What?
If we can give people some reward to increase their motivation, you know, a sense of choice, which I brought up earlier, a sense of that they're competent in what they're doing.
Um, that what they are doing day in and day out is meaningful. Uh.
In whatever they're doing and are they able to see some progress and I think in our operational.
You know, day in, there's still crying, there's still things happening on. There's not a lot of progress in that aspect, but it might just take one little thing of, you know, hey, somebody within the community, a resident, a shopkeeper, whatever, says thank you.
To me, that's always made a huge difference that somebody said, hey, thanks for being there, thanks for doing what you're doing. You know, that gave me some sense of purpose and progress that I OK, I am making a difference that.
I'm building trust. I'm building relationships. I can feel good for the moment and I want to come back the next day and and keep trying versus a.
Strategic operations where you're always going to see, are we making progress, are we making changes, are we making things better type of atmosphere, OK, that you can kind of see a little bit and that somebody's having an influence into it.
I think I, you know, listening to you guys earlier on about making changes within a department, within an organization to try to make us look better as an entire organization.
What's that progress look like? You know, what is, what is the progress in that aspect of it? And that was can be tough, but you would, I would like to think the leaders that are doing that are saying we're going to get to a point where we're a trusted organization.
And we're, you know, respected for who we are and what we do and the fact that.
Our job isn't is full of meaning it's it's we have a purpose and that purpose fits in line with what I want, why I joined up to do this job.
Yeah, there might be challenges in situations, but if I can keep moving forward, that motivation, I can motivate the team, I can lead them through that they can see progress a better place at the end.
Then we would think of it as a better motivation.
So again, um, looking at um.
You know some building blocks to what is it? A lot of this you're doing OK and so in in looking back at reflecting and you're looking at OK, I I see there's a problem with motivation going on here and you want to relate it to some sort of.
Theory and things that might have stopped their internal motivation, that intrinsic. So you want to build it back up. So maybe you did something like you delegated authority, you know, you've given them choice.
You're um.
I think the third one there, the security that in terms of making a mistake, all right, we're going to call it out, but there's no negative consequence because it wasn't a huge mistake. It's something that could be recovered. You were.
Honest about it. You were open about it.
You know, and they didn't hide it. I do this one quite often to my own self is the fact that, you know, I'll admit I make a mistake. I'll tell on myself half the time I've had to. I've been questioned like, why did I make a certain decision? I made the decision.
Decision based off of XYZ. And they'll say, well, I kind of wouldn't have done this because of this. And I'm like, Oh well, shoot, I didn't know that. That makes sense to me. Honest mistake. My bad.
I won't do that next time. Would you like me to fix it now? Maybe I could do this. And a lot of times they're just like, no, no worries, let's just learn from this and and move on type of thing, OK? Or you can help with competence, right?
Maybe there's lack of internal motivation because of knowledge. Maybe not enough or any positive feedback. Look what skills they have. Maybe you're asking them to do something that they just don't like. They don't feel like it's a skill they want to use.
They're not the best with it. So you want to flip it and say, well, you have it, you, you got it. Let's pull it out of you, all right? And everybody, I think, likes a little bit of a challenge to to do their best.
Alright, I'm looking at meaningfulness.
Right. Is is the climate a positive atmosphere where they're working? Do you really know what is some of their passions and what they like to do, what they're trying to do, especially associated to the job?
You know, that's that tie in that a little bit. Do you know them well enough? You know when they're off duty, what are they likes? What do they don't like? Can you tie that into the job a bit, things of that nature?
OK. And then again, leading for progress, is it a collaborative climate? Is everybody willing to be able to put in inputs or was it missing? OK.
Are you doing milestones? Are you check? Is there checkpoints along the way basically to say, oh, we're doing well, this is where we're at, keep it going. And then of course everybody like some sort of celebration that we really achieved.
And a lot of times it doesn't have to be huge and you don't. And sometimes you won't always get everyone willing to participate in the celebrations as well. OK, but it's the offer out there.
OK.
There we go. That is definitely where I want to stop. All right. So that leaves us with that, right? So motivation with rewards, motivation through processes.
In terms of goals, they all have their challenges. I don't doubt that.
And it may not always be fitting for all our environments. The whole point is for people to work and to do their best. They got to be some sort of motivation behind what we do.
And.
You know, we would like to be able to come in and be that quick, you know, positive motivation, speak speech for about 5 minutes that everybody buys into and then they can go off and do work and ready to go out and serve the public.
But it doesn't come that way, all right? There is usually one or two people there in the background or like.
Yep, I I see through this. It's just another speech. It's just another another day. Oh, well, it's payday next week, so that's what I'll look forward to, right? And we've got a lot of people.
Like that? Um.
You know, versus you would like them to say it there and say, hey, the environment isn't the greatest, but you know what? I like going out to do my job. I like helping out others. I like being out on patrol. I like interacting with the community.
I like working on the task with the team and that's what we want to hope for, you know? And I get asked often is why do I look for changes? And I said, well, my big, you know, I look for changes to challenge myself.
Right. To motivate myself to do better all the time. But in the end, I actually enjoy standing and sitting in front of a class. To me, that keeps me doing what I do and I can push aside for an hour or two or more.
Of anything else that's just chaos, the the work, the administrative, the all that because to me.
I'm internally motivated by what I see with the students that I interact with. All right. And not everybody's the same. I got that. And when you're thinking about your reflection.
All these are is to say, can you get to the root of the issue if it was in a negative aspect, can you use it if there was a lack of motivation as part of the process or was it a good outcome?
And was it because there was good motivation behind them in terms of why they did something and why do they did this whole situation strike with you in such a positive way? And that's all you're trying to relate to. It's.
Um.
You know, you're at that level now that can I make a connection to to what went well and I'm going to try it again and some sort of theory behind it when you're writing about it or did it not go so well? And I'm happy with that because.
I tried something and there is no punishments here and then you can do make a change next time. Maybe you missed out a step and it's OK. I don't know how many times I missed something out when it was coming to motivate somebody.
But it was honest and I retried and I don't give up in that aspect of it and that helps us become like I want to think is a is a better leader in terms of leading the team. So little along tonight.
Any comments? Any overwhelming thoughts the last 1015 minutes here?
No.
I appreciate the sharing earlier. This is probably one of the harder elements is is the the process theories, the quality theories and such.
But I'm trying just to relate and connect to make your to have a good meaningful reflection at a higher level.
OK, um.
Let's see. Don't have a huge discussion topic in terms of equality. We've really talked good about.
So those of you and most all of you leading, you know, fairly small to fairly large teams, how do you keep everything fair? That would be my question for you to end on tonight. How do you keep what you do fair?
With the entire team.
Pauses.
[image: ]
Tickle Ruth Elizabeth   38:14
I try to involve them in the decision making Steve as far as possible. Obviously you can't always do that, but I feel like if they feel like they've had a say, then they feel like it's fairer.
[image: ]
Steven Thompson   38:18
OK.
So I'm glad you brought that one up, right? And it's a it's a very good aspect of, you know, democratic leadership of trying to include everybody in in on it.
Do you find it a struggle for those that just want to sit back and be quiet and not to input anything at all and trying to pull something out of them?
[image: ]
Tickle Ruth Elizabeth   38:52
Yes, you've always got that thing in a group, haven't you? You've got some that won't shut up and others that don't want to contribute, but you can tactfully go around and gently encourage everyone to contribute, can't you? Or I certainly try to.
[image: ]
Steven Thompson   38:57
Yes.
Yes, and and and that's and and that's definitely keeping to that the fairness I got, you know, I got a young, young boy in one class, his hand is up all the time. He's eager and he don't like shutting that down or pausing it.
You know, because you want to encourage the other hands to come up. You want to encourage the other thoughts and and opinions. And that's why a lot of times I change mine up, OK, I put on my hand, hold up, and I've explained to him why I do that.
So I don't hurt his feelings. So he feels fairly, he's contributing, he's learning and gaining as much from all the other students. And he's still motivated to do that because I don't want to shut that down either, because you can, you can do that quite easily.
But in the same token, I want to hear from, you know, this person. I want to hear from that person or there we go. I'm going to call on somebody totally different and say, all right, talk to me. And yeah, it is tough one to do.
How else do we stay fair with everybody, with our teams, what we do and how we reward?
Do we have favorites?
[image: ]
Martina Akrill (2407842)   40:22
Suppose if you're dealing with like, I don't know, attendance, performance, poor behaviour, it's sticking to policies, so everybody's dealt with the same way.
[image: ]
Steven Thompson   40:34
Yeah, yeah. I mean that is you know what we we can do is you know just and and treat them in in that way in regards to the policies and you know that.
You know, we we look at it that way. You definitely, um, can keep it that way.
What else?
[image: ]
Lisa Jones (2417686)   40:57
I'm not sure you can always be fair, Steve, is the conclusion I've come to because my perception of fairness might be different to someone else's. So we've just had a team awarded, just won an award, force awards. And now my other teams really put out that they weren't nominated and they didn't get it. And you're like, well, they were deserving, sorry, they deserved to get it. So there might be.
[image: ]
Steven Thompson   41:12
Yeah, yeah.
[image: ]
Lisa Jones (2417686)   41:16
Maybe something, you know, on reflection in the comms that we sent out to those that weren't nominated. But at the same time, sometimes just doing what's right isn't always fair. And you know, some people are always going to be aggrieved by what you decide. But maybe it's just about consistency and communicating why you've made the decisions you have.
[image: ]
Steven Thompson   41:22
Yeah.
Yeah.
Yeah, yeah, yeah. Glad you you brought that back full circle there. Lisa is the fact that it's too easy to say, well, they did better, but come back and say, hey, this is specifically the shortcomings. This is in using those good examples.
[image: ]
Lisa Jones (2417686)   41:36
Possibly don't know.
[image: ]
Steven Thompson   41:55
And those good and measurable and specific examples of what occurred to help them come back up and then, hey, you weren't far off type of thing. Yeah, I know what you mean there. And again, it is tough to always.
Be fair that there always seems to be has to be a winner and it has to be somebody in second places as I like to think a type of thing. But are you painting that picture so that next time it could be them?
Um.
Mark, do you have something? So I saw your hand go up with you.
[image: ]
Skelton, Mark 1447   42:34
Yeah, I think Lisa's pretty much just kind of said what I was going to say really that I think sometimes it's it depends on what's someone's perception of fair is, doesn't it? Like if you've got to decide one or the other, you might think you're being fair in your decision making, but someone else might think, well, you're not being fair because they look at it differently.
[image: ]
Steven Thompson   42:45
Yeah.
[image: ]
Skelton, Mark 1447   42:54
But obviously not been objective. So it's yeah it's there's no and that can that can that can be whether that in policing that can be whether you're dealing with with a member of staff or whether you're dealing with a member of the public. So it's it's yeah it's.
[image: ]
Steven Thompson   43:06
Yeah, yeah, good. Yeah, definitely there. Yes. With the public. Yeah. And and again, absolutely. And I and I think even in the slide, it says it's what's perceived, you know.
From you, from them in in terms of being fair and it it is a it is a tough thing and hopefully right that you have a relationship with your team.
That I think, like Lisa said, well, why them? You know that they can come to you openly and then you openly discuss it back. And I think that's the one of the best ways that you can get to.
Keep some sort of equality to the processes of what's occurring around them in in the work environment.
Because if you just don't say nothing and you don't, you just say, well, they were better and and just ignore the question that came at you. You're going to compound that that fairness a bit and I know dealing with.
The public, well, that doesn't seem fair. Hey, listen, I I understand. You know, this is the kind of the situation that we've seen. This is hopefully going to be a good resolve that we can get to.
It may not always be the best, it may not always like, but let's give it a try if we can and see if we can move forward. It doesn't always work. I got it because we are all.
Different people and we're all individuals. Trust me, I think about it every time I mark papers. Am I being fair? Am I being too harsh? Am I being too easy? And.
So forth. And then I don't get like last year probably had the most feedback ever. And like Steve, we're one or two points off and I'm like, OK, I'm, I think I'm being fair then and doing well and that's what you got to get. But then you guys perceive it differently as students.
And saying, oh, I was really harsh, how can I do better? What am I missing? Again, that's that internal personal motivation and hopefully having a different lecturer like me that you feel a little bit more confident and you can do better.
In one aspect and and get a better outcome. So there we are. All right. So we're back on track, hopefully learning, picking up a few things again, relating this motivation in terms of.
Our reflection, what is going on with our team? There is always those questions. Is it fair? Is it right? Is there a reward at the end of this that's that's good for me to keep me wanting to do it? Is there a process that we're missing out on? Are we set?
Are we setting, are we pushing them to that top of the Maslow's hierarchy to get some sort of self-efficacy that they want to be at, that they want to be here? And sometimes in my mind, I think if we have a huge young force.
They're just.
Not in their time of life yet until they mature, get a bit more time under their belts before they can really achieve that. So you got to find a way to keep building that up and motivating them along the way and.
As a leader, it doesn't seem to ever stop and we wish we could just give a few words and and there it is. It's magic, it's done and we can get the job where we want it. But it this day and age, I think it does take a little bit more.
Of what's going on to help them and lead them. So any questions, concerns or issues for me?
I think I've done nothing but talk today. It's been one of those days.
Yeah. All right. So keep on track. I think next week we're definitely got a few slides in terms of.
Where I left off at and motivation and then we get into learning and that's one aspect I like about how we learn, why we learn to help us with our reflection because it forms a lot of our decision making OK of why we done things and and.
Or didn't do something. OK, so other than that, I think I'm all good. If you got anything for me, I'll stand here. Yep, no problem. Kendra, I'm closing up anyway. Have a good night.
All right. Anybody else? If you're good, I will see you next week then.
[image: ]
Owen Stafford (2327196)   48:18
Thank you. Bye, bye, bye. Yes.
[image: ]
Steven Thompson   48:18
No probs. Yeah, no star.
[image: ]
Martina Akrill (2407842)   48:18
Thank you. Bye.
[image: ]
Lisa Jones (2417686)   48:19
Cheers. Thanks. That's that. I was just going to say, Steve, sorry, I can't make it next week. I'm on nights, some nights card recover, but I'll I'll watch it on recording.
[image: ]
Steven Thompson   48:22
Hi.
Yeah, no problems, right? Somebody's gotta work nights. Good night, right? Yep. All right, Andy.
[image: ]
Lisa Jones (2417686)   48:30
OK, no problem. Thank you. See.
[image: ]
Andy Kermack (2417060)   48:35
And Steve, just one from me. Are we going to be contacted by our new to replacing Adrian fairly soon, are we? Because Adrian's going.
[image: ]
Steven Thompson   48:43
Adrian, what was Adrian doing for you? I don't know the name.
[image: ]
Andy Kermack (2417060)   48:47
Adrian Roberts was my apprentice liaison officer for the entire cohort. He has decided to retire. I thought you knew that. No.
[image: ]
Steven Thompson   48:52
Oh no, no. Give me a second though, 'cause I've been in touch with.
[image: ]
Andy Kermack (2417060)   49:03
Kendra Peda El.
[image: ]
Steven Thompson   49:04
No, they don't. They don't tell me. I I get messages every now and again, but just sent out an e-mail.
[image: ]
Andy Kermack (2417060)   49:07
Uh, well.
[image: ]
Steven Thompson   49:14
Um.
[image: ]
Andy Kermack (2417060)   49:14
So it looks like Adrian's decided to retire.
[image: ]
Steven Thompson   49:17
Uh huh.
I had.
[image: ]
Andy Kermack (2417060)   49:21
I thought you might be aware of that one. I'm sorry if I've dropped a minute.
[image: ]
Steven Thompson   49:24
No, no, no, you're fine. No, it doesn't bother me. It's actually because they kind of changed up the program a little bit. Didn't tell me until recently. That's why I've I've learned that most of you are out of Wales.
[image: ]
Andy Kermack (2417060)   49:35
Mhm.
I don't speak any Welsh, I'm afraid, Steve.
[image: ]
Steven Thompson   49:41
So, and they didn't tell me how that process goes. So let's see, I have.
I know of a Kendra.
[image: ]
Andy Kermack (2417060)   49:54
Yeah, yeah, yeah.
[image: ]
Steven Thompson   49:54
Hedler Elwell as a liaison officer.
[image: ]
Andy Kermack (2417060)   49:58
All right. I think she's going to take over. Yeah, I think she's going to be in touch. Well, she hasn't made contact yet. We won't. I think we've all had the e-mail on the 14th for a major and saying he's on his way to retirement. So I know I was just wondering if you knew anything, but if it hasn't worked, it's through through the university then it hasn't yet.
[image: ]
Steven Thompson   50:00
Have you been touched with? Have you touched with her?
Right.
[image: ]
Andy Kermack (2417060)   50:18
it.
[image: ]
Steven Thompson   50:19
Yeah, no. When? In fact, when she messaged, she just, she asked me about just a couple of the class members. Let me just see, 'cause I answered about all of them.
Yeah, you you weren't one of the three that she was asking about. Um.
[image: ]
Andy Kermack (2417060)   50:40
It's always good.
[image: ]
Steven Thompson   50:40
Yeah, but it might have been maybe that, you know, she's only looking after, uh.
A handful of them and she was quite new, but then.
[image: ]
Andy Kermack (2417060)   50:50
Yeah.
Emma Moseley, potentially.
[image: ]
Steven Thompson   50:56
Yeah, not not certain who that is. But then I got come on, I just messaged him to Martin Lowcock is the.
[image: ]
Andy Kermack (2417060)   50:57
That is.
[image: ]
Steven Thompson   51:12
Martin is.
The Principal Apprenticeship Administrator.
[image: ]
Andy Kermack (2417060)   51:20
Now, yeah.
[image: ]
Steven Thompson   51:23
So in terms of some admin things, I've been in touch with him, but I have sent him a message tonight about somebody, something else. If I get one back from him, I will pass it on Andy to say all right.
[image: ]
Andy Kermack (2417060)   51:29
Yeah.
Yeah.
[image: ]
Steven Thompson   51:41
Fill me in.
And if not, I will see hopefully Bronwen or my other counterparts on Thursday when I'm in actually in university working and I will get you an answer so.
[image: ]
Andy Kermack (2417060)   51:50
Mhm.
Yeah.
No, it's not a rush. It was just it came as a bit of surprise. But we haven't, yeah.
[image: ]
Steven Thompson   52:02
Yeah, yeah, they just, well, to be honest, I'm, I'm trying to grab my head around actually how they're working the whole apprenticeship program at this level and so forth. So, but because I see a lot of messages, but.
[image: ]
Andy Kermack (2417060)   52:09
Yeah.
Mm.
[image: ]
Steven Thompson   52:19
Like, what's that got to do with me? And I got a bunch of folks doing level 7, so. But now I've started to figure it out. OK, there is something else going on here. And it's one of those things when I've been working with Bronwen now for three years and now that I'm a permanent member of staff, she's like.
[image: ]
Andy Kermack (2417060)   52:28
Yeah.
[image: ]
Steven Thompson   52:37
She literally said to me the other day, she's like, Oh yeah, I do gotta do some sort of induction with you. And I just always assumed. And Andy, to be honest, I'm that kind of guy, like, I'll go along for so long, but it like, all right, I really don't know anymore. I can't BS this anymore, so.
And I'll just ask, but but I'll if I get something, I'll let you know. OK, definitely. All right. Have a good night then.
[image: ]
Andy Kermack (2417060)   52:58
Fair enough.
OK, perfect. Well, and to you, Mike. Cheers. Bye, bye.
[image: ]
Steven Thompson stopped transcription
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