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Notes on candidate evidence matrices

Candidates should be encouraged to develop a matrix indicating how their evidence relates to each unit/module and learning outcomes/assessment criteria. This helps advisors and assessors to support candidates to draw links between units and encourage cross-referencing and the possible multi-use of evidence.

Evidence matrices can be developed using the unit/module and learning outcomes/assessment criteria, giving candidates an opportunity to link their evidence to each outcome. 

Another approach is to have a more generic form where candidates list evidence and tick relevant boxes to show coverage.

Whatever approach is employed candidates should be encouraged to complete these forms themselves and not expect assessors to do this for them.

CIPD Candidate evidence matrix 									(CEM1)
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LO1: Be able to assess the impact of coaching and mentoring activity within an organisation and make recommendations for further development

1.1 [bookmark: _Hlk76249123]Investigate the extent to which coaching and mentoring take place within an organisation.

After analysing the most recent training materials in my organisation, including the Learning and Development policy, I have come to the conclusion that as a company we do not have a coaching and mentoring approach per se. However, as we can see on EV1, this is based on the GROW model (Mindtools, 2021) by Alexander, Fine and Whitmore, and OSCAR, by Whittleworth and Gilbert (Lea, 2020).

A decade ago, coaching was briefly introduced during the organisation’s training sessions, specifically the GROW model (EV2), which shows how the company’s aim was to embed coaching activities into the 121 reviews, agreeing with the CIPD statement which expresses that companies apply coaching as a daily management activity, embedding it into one-to-one meetings (CIPD, 2020).

As a Deputy Store Manager, and previous Section Manager, I believe I have been unofficially career coaching (Zentis, 2016) the sales assistants in my team to become Section Managers, as I have not received formal training to become a coach. On the other hand, I was trained on the GROW model and also on how to give constructive feedback (EV3), in order to achieve the objectives and keep high levels of motivation.


1.2 [bookmark: _Hlk76249197]Evaluate how current coaching and mentoring activity supports achievement of individual, team and organisational objectives.

When looking at the organisation’s website, we can see that one of the company’s objectives is ‘Our commitment to people’, being the first point the employees and their professional development (EV4). It explains how the main source of talent is the staff in the stores as they are the ones who best understand the customer’s needs.

The development program created in the last few years identify the employees’ interests and potential and offers different career paths too (EV5). Line managers are shown the skills and process to be followed for detecting talent within the teams, as we can see on EV6.

This objective agrees with the findings from Deloitte’s study (2021), where it explains that by providing workers with different choices to fit their interests and capabilities, they will learn in the workplace, boosting their skills that some may hide. The organisation will benefit this way reorganising workers to achieve company’s priorities. Simultaneously, the employees do what is important to them and become more engaged and motivated.

On the specific situation where the employee chooses the path for a career development as a manager, the trainer must ensure that the trainee learns the different aspects of the job description. In this case, the training material will be divided in six categories: People, Processes, Health and Safety, Product, Diversity and Inclusion and Customer Experience. The trainer goes through the training booklets with the trainee, using a directive approach to mentoring (Yap, 2018), once again, unofficially. (EV7).

Coaching strategies will be learnt by the trainee when the trainer is explaining how to conduct a 121 meeting (EV8), which has a structure derived from the GROW and OSCAR models (Mindtools, 2021). The trainer will be setting SMART objectives which will be agreed by the trainee, achieving this way both individual’s and organisation’s goals, such people development.

In terms of new starters’ training procedure, the HR department has created a guide for the first 4 weeks of training to ensure the minimums standards of performance are met by the employees. (EV9). The figure of the ‘buddy’ is present on the guide, as we can read on the first page of EV9, but the reality is that there is not enough support in terms of additional training hours, and this makes very hard to assign a buddy to the new employees, so they end up spending a lot of time on their own.


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

As I have previously mentioned, my organisation promotes a learning culture focused on the employee’s professional development (EV4). As a multinational, each country has an individual HR team, divided in different categories and regions, these last ones depending on the sales volume of each store. Just in the UK, the organisation has 58 stores, with a minimum of 6 managers in the smallest store, to a maximum of 20 managers on the largest ones (information provided by my regional manager). 

The organisation has a L&D policy (EV10) whose vision is “to empower ownership of learning, by which we understand we all have to be proactive in seeking opportunities to learn, remain  curious  and  in  constant  communication  with  our  line  managers”. There is no mention of any coaching and mentoring activities; however, training materials are based on coaching models like GROW (EV8), and store management is responsible for training and developing their teams, monitoring their performance, and discussing and agreeing learning needs and objectives.

During the lockdowns due to Covid-19, any staff development active plans were put on hold due to staff being on furlough and unable to attend the workplace, as most of the training must take place at work, although the company used videocall tools to provide any compulsory training, such as Employee Relations, or Fire Marshall courses. The main factor here is costs, which were significantly reduced in the past twelve months, as previously employees were required to travel to Head Office in London to take part in them (organisation’s internal information). Nowadays, even if the stores are operating again, this seems a method which will stay, so the company might be able to invest in other opportunities.

The sales in the group have increased in the first quarter of 2021 by 50% (EV11) which has put a big strain in the store teams, particularly on the line managers. The main priority has been achieving sales targets focusing on commerciality, leaving to one side the human factor and training. This has led to less specialized sales assistants and a constant atmosphere of stress for both managers and sales assistants, and not ‘having time’ to give feedback about the performance. Not many employees express their desire to progress in the company either, which does not support the company’s mission of staff development.

As cited on Michael Page (2021) website, mentoring has a few benefits which would help the actual situation in the stores, such as improving staff morale, having a culture of personal growth, staff engagement and retention or increasing the coaching skills in managers.


1.4 [bookmark: _Hlk76249358]Make justified recommendations for how coaching and mentoring activity can be developed to benefit the organisation. 

Barbato and Harrell (2018), both HR professionals at Google, establish the following 10 Oxygen behaviours of Google’s best managers:

1. Good coach. 
2. Inspires the team and do not micromanage.
3. Creates a work environment where inclusion, success and wellbeing are key.
4. Productive and orientated to achieve results.
5. Communicates well.
6. Supportive of employee development and reviews performance.
7. Holds a clear plan for the team.
8. Advises the team through technically-skilled methods.
9. Collaborative across Google.
10. Strong decision maker.

As we can see, being a good coach is on the top of the list. However, the main issue we face in organisations like mine, where line managers are mostly commercially focused and feeling constantly pressured by the regional team. For them, training their team is classed as a ‘box-ticking’ exercise, where paperwork must be filled in case the HR manager asks for it.

Recommendation 1: Relaunching the induction process. 

According to Clifton and Harter (2019), first impressions are extremely important as it is the easiest way of influencing them when they do not have any knowledge and are willing to learn. Starting from the day one, where their induction takes places in four hours, the manager in charge should only be focused on this employee. Additionally, investing extra training hours ensuring the new starter shadows their buddy for at least the first week or two would improve their performance and the organisation’s profits long term.

The induction process itself should last longer than four hours, and apart from Health and Safety, it should be focused too on the organisation’s purpose, so the new employees are aware of the process and opportunities of career development from day one.

Recommendation 2: Group coaching activities for all staff.

As Zentis (2019) explained in her article, it may be focused on career development, team building and stress management as individuals learn from each other. This would result in a decrease of stress levels and achievement of the organisation’s goals as a team.




Recommendation 3: To formally train line managers as career and performance coaches.

Career coaching is key to help employees understand the expectations from their career and make decisions to achieve their career goals balancing them with other aspects of their lives.

Performance coaching is essential too in order to help individuals understand what is expected from them, the skills needed and if they have any gaps, how they can improve their performance (Zentis, 2019).

With these trainings, the performance of all the employees would be improved which would lead to the achievement of the organisation goals. 


1.5 Reference list
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LO2: Be able to support the implementation of coaching and/or mentoring programmes within an organisation.

2.1 [bookmark: _Hlk76249657]Promote the benefits of coaching/mentoring within the organisation, recognising and addressing the potential barriers.

In my organisation, as I have previously explained, there is no formal coaching or mentoring activities, but I would like to promote it through my store and my regional team. I have created a presentation for the line managers and HR team about the concepts of Coaching and Mentoring and the benefits of implementing it as a learning solution (EV12)

At the moment we set objectives and provide feedback following a template with is based mainly in the GROW model, but in the last year, managers have been finding it extremely hard to conduct 121 meetings. When receiving feedback from them, the main reason they have given is that they do not have the time to stop and think about giving feedback to the sales assistants, as they are too busy making commercial decisions for the department. This and some other barriers have been identified by Sandra Steen in her article ‘The Top Five Barriers to Coaching in the Workplace and How to Overcome Them’ (2018). She explains that when coaching is done properly, it will improve performance and morale. An active coach in the workplace will increase the productivity of both as a team and individually (EV12).

According to Bajer et al (2016), the promotion or marketing of coaching and mentoring in an organisation intends to distinguish and establish how we can link the expressed needs of the people, from psychological to job-related, and the benefits of coaching. But before we promote coaching and mentoring, we need to have in place the following three elements:

a) Understanding the need for coaching, through staff surveys, conversations, forums, or other events.

b) Adequate coaching and mentoring methods, not all methods apply to all needs.

c) Marketing plan, to align with the company’s strategy.


I have also created a promotion poster (EV13) which I have emailed to my colleagues (EV14), along with the presentation.



2.2 [bookmark: _Hlk76249722]Contribute to the development of organisational coaching/mentoring processes.

In order to introduce coaching and mentoring processes within the organisation developmental strategy, I believe the basics of coaching and mentoring should be introduced to the line managers, on whom it falls the responsibility of developing their team.

The concept of the GROW coaching model (Mindtools, 2021) was promoted during the management compulsory training sessions, over 10 years ago, and it explained how it may be used not only for training and development, but also on day to day situations, such as return to work interviews, as we can see on EV15 (GROW model applied and booklet spiral).

The template we use to conduct 121 reviews is mainly set for a quick feedback from the employee, following by the line manager’s feedback and moving on to the goal setting part, which is mainly led by the manager, who chooses the goals in terms of the business needs (EV1). But, in order to create a strong team to be part of the company succession plan, we also need to learn to coach our team to maximise their potential and to make them feel that they are involved in their goals. 

The idea would be to use the 121 template mainly to help the sales assistants develop their skills detailed in their job description and covered with the New Starter Record (EV9), and for employees who do not wish to grow within the organisation. 

We would use coaching strategies to help the employees who would like to progress to find their potential and change their performance, if needed, training the managers on coaching tools such as GROW model questions (EV16), and would introduce mentoring as well, as the directive tool to transfer skills, knowledge, and best practice (Yap, 2018).





2.3 [bookmark: _Hlk76249826]& 2.4 Support coaches/mentors to build and develop the knowledge, skills and behaviours required for the role and assist potential coachees/ mentees to understand and participate fully in coaching/mentoring programmes.

With the purpose of introducing coaching and mentoring within the managers and employees in the organisation, I have created a brief presentation (EV12) for them to understand the benefits of C&M strategies, mainly as a learning solution, and the skills and behaviours to be developed to become a coach/mentor. 

It is also important to highlight the barriers to C&M activities and how to overcome them, with some examples from Steen (2018). This way, we will get more involvement from coachees/mentees.

Based on our internal skills assessments and supported with some ideas from Mentorloop (2021), I have created a survey to help match mentors and mentees (EV17). The objective is to get as much information as possible from the candidate in order to choose the right mentoring program with the most suitable mentor.




2.5 [bookmark: _Hlk76249901]Support the on-going evaluation and continuous improvement of the organisation’s coaching/mentoring programmes.

At my organisation, even if we do not have any formal coaching and mentoring programmes, we have a very strong development programme where we fill 2/3 of the vacancies with employees who originally worked in the stores (internal information provided by the regional manager).

In terms of evaluation of the programme, my organisation does not request feedback from employees who have taken part in the programme in a survey format, but they are able to provide any comments on what they liked or what needs improving on their regular 121 meetings with their trainer. Unfortunately, my company is not very supportive with my personal development regarding this apprenticeship, so I do not have access to any further information that is not published in our website. However, I requested some feedback from one of my trainees, who took over my position when I was promoted earlier this year (EV18), and another colleague filled in the coaching assessment form too (EV19).

I believe it is important to introduce more feedback surveys, not only for the employees but also for the managers, as we are the ones who will be using the tools created for us by people who do not work on the same environment and we may provide real feedback on the challenges we have to overcome, opening the door for suggestions on areas of improvement.

After some research, I have found that Kirkpatrick’s ‘Four Levels’ model (Business Balls, 2020) would work quite well in my organisation, as it is not only focusing on the trainee’s reaction to their learning experience, or if they achieved their purpose, but also if the training has proved a change in their behaviour and if their performance is being reflected in an improvement of the business performance too, by measuring KPIs, such sales, staff turnover or complaints.
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Coaching and Mentoring





DEFINITIONS

COACHING	

Process where a manager helps a co-worker to work out a problem or perform a task, via guided activities and direct discussions (Garvey, 2011).

Maximising an individual’s performance by unlocking their potential (Whitmore, 2017).

MENTORING

Off-line help by one person to another in making transitions in knowledge, work or thinking.’ (Bajer et al, 2016).

Reciprocal and collaborative learning relationship between two or more individuals who share mutual responsibility and accountability for helping a mentee work toward achievement of clear and mutually defined learning goals (Zachary, 2005).











COACHING AND MENTORING AS A LEARNING SOLUTION
(CIMA, 2008)









COACHING





Provides with opportunities for achieving new skills





Inspires a positive attitude to learning





MENTORING





Assists to improve the organisational culture





Increases levels of professional success





Coachees choose what and how they want to learn





Flexible learning process





Succession planning





Enhances communication inside the organisation





Allows individuals to know how the organisation works











BENEFITS









MENTOR (Michael Page, 2021)



Recognised as a subject matter expert and leader

Subject to new perspectives and ideas

Professional development record is increased

Opportunity to reflect on their own goals and practices

Development of their personal leadership and coaching styles





MENTEE (Michael Page, 2021)



New ideas and ways of thinking

Guidance on their professional development

Advice to develop strenghts and overcome weaknesses

Increased recognition in the company

Opportunity to develop new skills and knowledge





COACH (Coaching Story, 2021)



Helps to develop more L&D and general management skills

Improves coaching confidence by practising and receiving feedback





COACHEE (Institute of Coaching, 2021)



Establish and action goals

Become more self-confident

Higher job and life satisfaction

More effectively contribution to the team and the organization

More responsible for actions and commitments

Work more easily and productively with others (boss, direct reports, peers)

More effective communication 





Session up to 8 minutes. Focus on one issue at a time and allow time for improving and understanding.

Participative approach to reach a new degree of performance which involves demonstration versus discipline to tackle an issue or breach of company policy.

Coaching questions will reveal the reason why there is a lack of performance: resistance, understanding or unable to relate to the main objective. 

Recognise the improvements, as well as anything that has not been achieved. It also allows the employee to acknowledge the time spent together.

Identify the differences in culture or personality and familiarise with them so introduce change and improvement.







BARRIERS TO COACHING (Steen, 2018)





No time





Confusion between coaching and counseling





To treat symptoms instead of root issues





No follow-up or recognition of improvement





Failure to blend or identify with the employee’s personality









SKILLS NEEDED TO BECOME AN EFFECTIVE COACH (Burrows, 2021)













COMMUNICATION IS KEY





Organisation’s internal documents





























LISTENING

(Internal Company

Training Documents)











FEEDBACK
(Internal Company 
Training Documents)

























COACHING BEHAVIOURS



Knowledge

+

Skill

=

Behaviour

 

(UK Coaching, 2019)
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Interactive Listening:

Maintain Sensitive Eye Contact
Individual gz whist lstening = 75% of the time
Mutual eye contact = 30% of the time
Length of Mutual gaze = 1.5 seconds

Try and “Mirror” the speakers'body posture and mli}dng speed

(only If you feel comfortable doing 50 - practice makes perf

Encourage the speakerta continue when you want moe information
g That's interesting, 3o on..” o “Tell ma some about..”

Paraphrase Regularly
Use reflective questioning technique
' In ther words, you..- or "0, I  understand correctly..

"What 1 hear you saying

Clarify Information
Use other questioning tachniques, such 25 probing, challenging, framing

Give regular feedback on howyou feel
Process: T glad we can talk about this openly today”
Content; T share some of your views on XYZ, but 1 aiso think that..”
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Prepare to Listen

“There is no such thing as an uninteresting subject.
There are only uninterested people”

e Listening Barriers
o Interactive Listening
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Listening Barriers — 9 behaviours that prevent us
from listening

1. Scoring Points: Relathg everything you hearto your own
experience

2. Mind reading: Predicating what the interviewe is really thinking

3. Rehearsing: Practishg your next lines in your head

4. Cherry Picking: Listenng for key piece of information - then
switching off

5. Daydreaming

6. Labelling: Putting the person speaking Into aategory before
hearing all the evidence

7. Counselling: Being unable to resist interruptig and giving advce

8. Duelling: Countering the speaker \erbal advances with parries
and thrusts of your own

9. Side stepping sentiment: Countering expressions of emotion with
jokes or hollow clchés
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Effective Listening...

Listening is the most important skill,
It is also the most difficult.

Some people think that listening is just the
absence of speaking. In fact it much harder
than speaking because if the discipline
required to quell the voice in our head as
well as listening to the other person.






image12.jpg

Feedback: How to do it

.

Ask questions about whatthe individual willdo next time or in the
future

- What have you learned

- What will you do next time

- Where else could this heip
Make sure you get an answerat each stage before moving on
Tell them how you feel
Feedback on good performance is said to improve andmotivate
an individuals performance by40%
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Feedback: How to do it

.

Do your home work - before you start have the facts at your
fingers tips
Ask questions - it makes the feedback much more efectives ie:
“How did you feel aboutthat?”
Make sure the individual knows and understands
~ What they did
- What the impact of thelr actions was
~ What they need to do next time
Clarify the facts— ask more questions if you are not sure, the
more information you have the better your feedback will be
Show genuine Interest
Help the individual to consider the consequaces of what they did
- What was the result?
- What was the Impact of your actlons?
- How do you think that looks like to X?







image14.jpg

Feedback: Structure

 Facts - what happened/ wha the individual did
« Impact

* Praise/ your feelings (if appropriate)

* What you would like themto do next time

« Example

You made some changes to the stockroom

That has Increased the overall replenishment by 5%

T'm delighted. Well done

1 have told Louise about your system and she would like you to pull
together a tralning session on it and roll It out across the region. How
do you feel about that?
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Feedback: Praise

Emphasise the individuals strengths. Research shows that praise can

drastically improve perfomance for example:

* “You have developed a great skill in XXXX. Ithas helped in.. (be
specific or give finandal benefits).I am very pleased thatyou did
this, because it meant that....”
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UK Coaching - Coaching Behaviours - Google Chrome:

& ukcoaching.org/resources/topics/guides/coaching-behaviours

People

Interacting with others

(& =]
Practice

Facilitating sessions

)

Personal

Understanding self

Knowledge
Need to understand.

skill
Need to be able to.

Behaviour
Need to show they.

Communication

Listening, Questioning, Demonstration,
Instruction & Explanation,
Communication Platforms

Taking Notice, Building Rapport,
Creating Connections, Developing
Understanding

Motivation, Influencing & Persuading.
Behaviour Change

Prioritise information and identify
how & when o best communicate with
others.

Identify opportunities to develop
understanding & connection with
individuals

Identify ways to create positivity in
an individual & support sustained
behaviours change

Take time to consider how & when to
communicate, breaking things down into
easy understandable chunks

Connect with people as individuals in a
respectful & empathetic way, creating
a positive, empowering and safe social
environment

Encourage & support people to stay
motivated & achieve

Analysing Information, Session,
Planning, Risk Assessment, Goal
setting

Activity, Differentiation, Adaptation,
Inclusion, Specific Skill Development

Feedback Strategies, Analysing,
information, Communication

Sport/Activity Context, Technical,
Tactical, Associated Equipment

Show consideration for maintaining
safety & a clear rationale for activities
used

Recognise & implement adaptations to
keep people safe, engaged & challenged

Identify opportunities to use and collate
feedback, linked individual outcomes for
participants & self

Identify the appropriate level of
information or action required to

response to reasonable queries keep
participants engaged and challenged

Provide clarity on how planned activities
& sessions link together, highlighting any
associated risks

Maintain a safe physical & social
environment throughout all elements of
their sessions

Provide relevant & constructive feedback
1o participants as well as reflecting to
develop own coaching practice.

Confidently facilitate their session,
providing varied & differentiated activity
based on individual needs

Philosophy &
Values

Progressive

Collaborative

Duty of Care, Personal, Motivation,
Coaching Values

Strengths, Weaknesses, Learning.
Preferences, Accessible Learning

Available Support Networks

Identify how and when to act to add
Value to the experience for people

Recognise their strengths and
opportunities for personal development

Recognise when & how additional
support is required to add value

Act with integrity emphasising a
consistent coaching vision

Strive to develop themselves & maintain
the highest possible standards to meet
the challenges of their role

Draw on support or expertise at
appropriate times to enhance delivery









Coaching and Mentoring.
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Coaching and mentoring programmes launching soon.
speak to your line manager and book your space

become a part of the company’s success history.








Develop general management skills?

Improve coaching confidence by practicing and receiving feedback?

Be recognized as a subject matter expert and leader?

Increase your professional development record?



Are you a MANAGER who would like to:

Become more self-confident?

Communicate more effectively?

Get advice to develop strengths and overcome weaknesses?	

Establish and action your own goals?

Are you a SALES ASSISTANT who wants to:
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Re: C&M promotion presentation

<
Sun 04/07/2021 06:54 PM S 9 >
Tor You

Hi Maria,

Itis a really good presentation, | definitely think we should introduce some formal coaching when training and developing employees into management positions. Even for us who have been in
management for a very long time, we would benefit from it too. It is a shame that the regionals do not support this as you have some very good ideas detailed in the presentation.

Keep on working this hard, your efforts will be rewarded.

Kind regards

General Manager

From: Maria Mellén Jiménez

Sent: 03 July 2021 11:33 PM

To. hotmail.com \@hotmail.com>
Subject: C&M promation presentation

Dear managers,

1 hope this email finds you well. As part of my CIPD qualification, | have created a presentation and a poster to promote Coaching and Mentoring activities as a learning solution. Could you
have a look through it and let me know your thoughts on this please?

18:57
04/07/2021
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MENTORING SURVEY

1.	What is your name?







2.	Which store are you based in now?







3.	What are your thoughts about relocation?







4.	I would like to become…





		☐		A Mentor



		☐		A Mentee



		☐		Both





5.	What is your current job title? How many hours per week do you work?







	 6.	What are your top 3 strengths?











7.	Which areas would you like to develop in?









8.	What is the main goal that you want to achieve with this mentorship?







9.	How would you like to communicate?





		☐		Phone



		☐		Email



		☐		Videocall



		☐		Chat



		☐		Other (please specify)





14.	How would your ideal mentor be?

13.	Give me an example of a time when you have experienced any challenges and how you overcame them

12.	What are you passionate about?

10.	Outside work, how would you describe yourself? Do you have any hobbies?

11.	Where do you see yourself in two years?
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RE: Section Manager trai

g feedback

Kind regards,

Section Manager

- Original message -
From: Maria Mellén Jiménez <maria_mellen@hotmail.com>
Date: 03/07/2021 21:12 (GMT+00:00)

To: Maria Mellén Jiménez <maria_mellen@hotmail.com>
Subject: Section Manager training feedback

Hi .

How are you? As you know, part of my HR studies require from me to provide some evidence. The module | am studying now is related to Coaching and Mentoring and | was wondering if
you would not mind to send me some feedback about my training regarding your development program. It can be of the whole process, since you applied for the job until we validated
your training and you were successful for your current role. | would be very grateful if you could do this for me please.

Kind regards,

Maria Mellen

Sent from my Galaxy

7

03/07/2021
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RE: Section Manager training feedback

<
Sab 03/07/2021 10:02 PM S 9 >
Para: Usted

Hi Maria,

1:am very good, thank you. | hope you are enjoying your weekend off. Of course | do not mind writing a few lines about how much | have leamt, and | stilllearn from you every day.

I was working s a part-time sales assistant when a development opportunity came up in my department and | decided to apply as | really wanted to progress in my professional career,
especially as | do not have any University degrees. You were my manager at the time so | was very happy that you would be the person training me s | have always seen you as a role

model as a manager, always wanting to learn something new, and also as  people person.

I had to go through a skills assessment where you assessed my commercial skills against the company standards, | had to create a wall following 2 picture from the merchandising team.
After that, | had a personal interview where the main points were my understanding of the management role and where | see myself in 2 years.

I have always thought very negative of myself, thinking that | am not good enough, and | never thought | would pass this assessment, but you have always helped me find ways of
overcominf my fears by listening to me and giving me great advice, providing me support to focus on my goals.

After | started my training, | have to say sometimes it felt that it was a bit rushed as we were always very busy on the shopfloor serving customers, but | leamnt from you  lot of time
management skills

The first thing we did was looking at the learning booklets (product, people, health and safety, etc) and | decided which one | wanted to do first. Then we would set 4 objectives to work on
for 2 weeks and after that time we would do a review, where not only | was getting feedback but also | was providing my own feedback of the leaming experience and the challeges | found.

When you became the Deputy Store Manager a few months ago | took over your position as Section Manager. | know | still have a lot to leam and work on, but | am very glad | have you at
in the store with me and carry on with the learning, as you have been and still are a great mentor for me, even if it is not officially on paper.

Kind regards,

6
03/07/2021
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