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Assessing the Impact of Coaching and Mentoring

1.0 Background Information

Mid & West Wales Fire and Rescue Service (MWWFRS) operates 58 fire stations across 12000 square
kilometres of Wales, employing around 1,300 employees. MWWFRS's vision is “to be a World Leader
in Emergency Response and Community Safety” (MAWWFire, 2020a). To do this, the aim is to deliver
proactive and reactive fire and rescue services to the people of Mid and West Wales (MAWWFire,
2020b).

1.1 Organisational Approach

Employees will have been given a formal induction on the date of commencement, however, will
also be required to attend training sessions, or require some form of coaching and mentoring to
bring them up to speed with the requirements of the Service.

In view of this, operational employees will predominantly attend structured training courses carried
out by the Service’s Training Delivery Department, such as an Initial Recruits Course, Breathing
Apparatus assessment and First Aid training. On the other hand, those in an admin-based role, will
have been recruited for their specialist skills and knowledge, so will therefore require less formal
training, instead may benefit from coaching or mentoring.

It can be concluded that the Service is aware of coaching and mentoring as a learning and
development approach. Having spoken to the Deputy Head of People and Organisational
Development, Station Manager Rees, | was pinpointed to the available information relating to this
topic (EV01). A search on the Service’s internal website brings up a plethora of information and
resources connected to coaching and mentoring (EV02). Specific documentation relating to each
learning method, has been created that provides clear definitions, whilst clearly setting out the
process and requirements (EV03). This information is available in an informal format, through step
by step guides, and formally in the form of procedures signed off by the Executive Leadership Team
(EV04).

1.1.1 Types of Coaching and Mentoring

MWWERS utilise coaching and mentoring to improve employee performance. Coaching and
mentoring is mentioned in procedures such as the Capability procedure, as a form of resolution for
poor performance (EV05).

Being an employee of the Service, | understand that there is both a formal, and informal approach to
the types of coaching and mentoring offered to employees. Formal coaching and mentoring falls
under the responsibilities of the People and Organisational Development department. The
appendices to the ‘Coaching and Mentoring Procedure’ clearly address the process of requesting
formal coaching and mentoring, and the necessary documentation for completion (EV06). The
process allows for the relationship between coach/coachee, mentor/mentee to be monitored, whilst
also assessing their development.

Informal coaching and mentoring are easier to facilitate, especially when working with the On-Call
Firefighters who only attend the Stations once a week for drill period and when called upon to
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attend incidents. The time during drill period, can be spent sat with individuals on a one-to-one basis
to review and progress with portfolio work. Due to the increased demands and commitments of
operational roles, Service stats suggest that there is a dramatically higher turnover of employees
within this sector, for example, for the period April 2019 — March 2020, the Service lost around 120
operational employees (MAWWTFire, 2020c). By providing coaching and mentoring opportunities for
staff, it aims to encourage employees to stay with the organisation.

With around 1,400 employees, each of whom have different knowledge, experiences, and
ambitions, MWWEFRS tends to rely on internal coaching and mentoring to meet its needs. On
occasions where expertise is unavailable, the People and Organisational Development Department
will make the necessary arrangements to bring in external parties. However, this only tends to be
the case where the requirement is for more than one individual, making it more cost efficient.

1.2 Impact of Organisational Factors

Even though information regarding coaching and mentoring is readily available to employees,
MAWWEFRS do not necessarily promote and encourage this as a learning initiative. This and many
other factors can impact on the success of these initiatives within the organisation.

1.2.1 Other Learning Initiatives

Emphasis is placed on personal development by attending structured training courses. Training
revolves around the process of “an employee being taught a new skill or information which they do
not currently possess” (BCF Group, 2020). MAWWEFRS’s approach reflects Thorpe and Clifford’s
(2003) beliefs, that training and coaching are part of the continuum of development, whereby you
must first be taught the information by attending training, before being able to put it into practice.
This also more cost efficient as you will get groups of people attending such courses, instead of on a
one-to-one basis. The size of groups attending has however, been impacted by the coronavirus
pandemic, whereas you would normally have a group of 12 individuals attending, numbers are now
restricted to a maximum of 6.

MAWWEFRS asks employees to complete an Independent Development Review (IDR) on an annual
basis. CareerSmart (2020) explain the purpose of an IDR from an organisation’s perspective is to
“assess an individual’s performance and to reinforce the connection to the aims and objectives of the
organisation”. The IDR is made up of several questions in line with the Service’s strategic aims and
objections (EV07) whereby individual development requirements can be highlighted in line with
career pathways established by the People & Organisational Development Department (EV0S8).

1.2.2 Organisational Structure

Morgan (2015) suggests that there are 5 types of organisational structure, of which, MAWWFRS
operates a traditional hierarchy structure with differing levels. Max Weber identified hierarchical
structure as a central principle of a bureaucratic organisation (Kew and Stredwick, 2010). MAWWFRS
use a ‘top-down’ approach to communication, whereby decisions are made at the highest level and
transpired through to those lower down the hierarchy. The process of gaining consent and
implementation of coaching and mentoring strategies is therefore a lengthy process.
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1.2.3 Organisational Culture

The organisational culture within MWWERS is one that strives on the development and success of its
employees, whilst also providing the necessary community services to residents of Mid and West
Wales. On the other hand, it is very old fashioned in that it has a hierarchical culture, where a
manager’s role is to primarily ensure that employees follow procedures correctly to ensure
consistency and results.

1.2.4 HRD Strategy

In 2016, the Service appointed Eversheds Employment Law Specialists to undertake a review of the
HR provision. The subsequent report outlined that the HR team is functioning with reduced skill sets
(the norm in most businesses is 1 HR Professional to 100 staff, ratio for Service 1:216) and that there
is excessive manual intervention and transactional activities (MAWWTFire, 2019a). As a result, the
current HR structure is being forced to provide a reactive service, rather than proactive service.

Utilising an informal coaching and mentoring approach, the HR function can share knowledge quickly
and cheaply amongst one another. This would also allow for continuous individual development,
whereby the coach/mentor learns to adapt learning and communication styles to ensure
understanding, whilst the coachee/mentee is developing their knowledge.

1.2.5 Future Trends

The CIPD’s People Profession 2030 Report, looks at factors which could have impact on organisations
in the future. For example, technology. According to the Annual Equality Report 2020-21
(MAWWFire, 2020d), the majority of the Service’s workforce are aged 35 — 64 years old, whereby,
today, this age group would be perceived to have limited technological understanding.

Mindtools (2021) suggests that the view of having more knowledge from experience, is often not the
case. Reverse mentoring is the relationship between a junior team member, sharing skills,
knowledge and understanding, to those more senior. Reverse mentoring can help to bridge the gap
between the varying generations within the workforce.
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1.3 Recommendations

Based on the above findings and discussions with the People and Organisational Development
department, the following recommendations can be made:

1. Even though the procedures and processes are in place within the organisation for coaching
and mentoring to take place, these learning initiatives are not actively promoted and
consequently, uptake is low. Therefore, by utilising the Services communication department,
this could be promoted on the Service’s internal website @Work, and via global
emails/memos.

2. Following on from the above, information regarding these learning initiatives can be
provided to employees as part of their inductions packs when they start with the Service.
This will not only show that the organisation is keen for employee development and
improvement but will also start to change the culture within the organisation.

3. Within the organisation at present, should an employee attend any form of training, they
will be required to complete a TRG1 form (EV09) to evidence that they attended and their
results, which is then added to the system. As the majoring of coaching and mentoring is
carried out in an informal capacity, line managers should be encouraged to highlight and
record this as part of the individuals learning and development, for both the coach/mentor
and coachee/mentee.

My proposed recommendations have been sent to the People and Organisational Development
department for consideration, who agree with my proposals (EV10 & EV11).
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COACHING GUIDE — What is coaching?
General Information

Coaching is a senies of stuctured conversations where the coach helps the coaches (clent)
to achieve a mutually identified set of gosls to improve performance and [ or develop.

Mid and West Wales Fire and Rescue Senvice has positioned coaching as an effective
method of supporting people in their personal and T it i
organizational objsctives, and in assisting with izstional change and devel

The benefits of coaching are mutual to the individual and the organization.

The development of 3 leadership and cosching culture i supportsd at the highest leval and
is one of the objectives within the Senvice's Organisational Development Plan.

Coaching can be used 2= a3 developmant tool for indhviduals and t2ams and has been
proven 1o help engape. motivate and develop people st all levels.

Wi plan to continuslly revise and improve this guide based on your expenience and
feedback.
Mid and West Wales Fire and Rescue Service Aim
This guide aims to infroduce and explsin coaching and how i can be used as a support o
the leaming and development of an individusl, in ine with their personal and
organisational chjectives.

COACHING GUIDE

Definidon of Coaching

- - A confidential one-to-one relationship in which an individual uses fhe skills of 3 coach o
What is Coaching? work through issues in 3 structured way to find an outcome or soluion. |t is a protected,
non-judgmental relationship, which facilitates a3 wide range of leaming. expermentstion
and development. It i built on mutusl regard, trust and respect.

A gu"’e for Stations and Employees “Coaching is unlocking a person’s potentisl to madmize their own performance. tis
helping them to leam rather than teaching them™.
Timothy Gallwey (1975)
Benefizs
. N - . . There can be tangible benefits for both the indmidual and ther organisation. The ndnidual
This gmde is intended to be held on station as gmdance i can leam to better solve their own problems, improve their managerisl or leadership sidlls,
A - T N - = improve relationships with others. leam how to refiect and dewelop themselves, become
information / familiarisation and will also be given to mare confident, 3 bettar parfarmar, Rave grester mEignt ni temzzves 2nd gan new
p[gspedi\re Coaching clients perspectives, acquire new skills and abilfies, develop adaptability. improve work-ife
balance and reduce stress.
Az 3 result of effective coaching, the orpanisation could s=& @ P ",and
improvement, a5 well a5 3 more engaged employes — refiecing an I !

committed 1o developing its employses and making the best of their skills. It could ses
newly promoted / apponted employess better sble, more quicidy. to embrace their role
and new responsibities. Coaching can akso help the employ=e deal with personal

= el e e e is5u2s which could be impacting on performance at work.

S Gy Gt | e Dave | T s
Stetion n=d Gomchicg ©

T T |

EV04

FWASARAETH Th 40 AT
Camamarin & Semitenin Cp -
- FInE b REhcuE SEmcE
INTRODUC
MID & WEST WALES FIRE & RESCUE SERVICE —— : -
PROCEDURAL GUIDANCE DOCUMENT (PGD) 141 Mentoring is 2 confidential, ons-io-ons process that supporis leaming,
development and thus performance improvements, for an individusl, team or
business. Generally, the process draws on the shility and expertize of
PGD POD 3.5 - MENTORING members of the organisation to help others to dewelop their skills and to
Ents bezome more effective. When this is dona well, it can provide great bensfits o
the organisation.
1.0 INTODUCTION Mentoring is only ons of the mechanisms avsisble for assisting with skils
20 PURPOSE OF SCHEME development and career progression. Others include cosching, training
30 ROLES/RESPONSIBILITIES courses, sef-motivated leaming, atiachments. networking etc. Similarly 3
4.0 CONFIDENTIALITY Welsh Leamer's Mentoring Scheme has been 3=t up to improwe and
5.0  HOW THE SCHEME WORKS encourage the use of Welsh in the workplace by increasing the confidence of
6.0 REVIEWING THE MENTORING PROCESS employ=es in this regard. Further information on this Scheme is avaisble on
;g LEG:I;{”G BRIEFING AND SUPPORT the CCMS section of the BIS.
9:0 APPENDICES Particularly, mentoring does not replace ne managers” responsibility for the

coaching and development of their employeas.

2.0 PURPOSE OF THE SCHEME | POLICY

The purpose of the scheme is to provide a professional mentoring semvice that

Security Classification NiA supports the dewelopment of all siaff within the Mid and West Wales Fire and
Rescus Service who are sesking to achieve development within their cumrent
Document Owner Head of People Development role or career pregression and prometion, fo the benefit of the individuals and
the organisation.
Dagument Author In particular its objectives are:
Date of Issue = to provide a means of mpartisl support for menteas in dealing with thair
current rabe and 3 safe forum for explorng professional issues and
problems:;

Date of Implementation

= to provide the menize with 3 sounding bosrd;

WVersion Number o1 = to provide a mechanism for the prowision of constnuctive feedback:

Date of Last Review First |ssus = to provide 3 means of helping the meni=e to examine their strengths
and weaknesses and of helping them to action plan for future training

Date Last Amended First Iszue and development;

= to encourage a seff-managed apgroach 1o leaming;
« to broaden mentses’ perspectwes by facilitsting the sharng of
organisational knowledge and experience.

Date of Next Review

Approval Details Mr ¥evin Jones, Corporate Head of People &
Organizational Development 27 ELIGIELE EMPLOYEES

Equality Impact PGEO0 POD3S The mentoring scheme is open to 3ll oparational and support staff employ=es;
Assessment Reference all those who consider a3 mentoring relationship will benefit and assist their
professional development are invited to apply. However, only those individuals
who have received formal mentoring training will be avsilable to assist where
possible. Mantors will be sllecated =king cognisance of the mentze’s role and
responsibiities within the Semvice.

If demand for mantors excesds the current svailability, it may be necessary o

PGD POD 3.5 MENTORING WERSION 1 PGD POD 3.5 MENTORING VERSION 1
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" Mad and West Wiles
Fire and Revsur Sevvicy

MID & WEST WALES FIRE & RESCUE SERVICE
HUMAN RESOURCES PROCEDURAL GUIDANCE
DOCUMENT (PGD)

HR 6.23, Capability (Performance) Procedure
U5 - Indicates wpdated section {for initial circulation/publishing)

1.0 INTRODUCTION

2.0 FPURFOSE

3.0 DEFINITION OF CAPABILITY

4.0 ESTABLISHING A LACK OF CAPABILITY
.0 RIGHT TO BE ACCOMPANIED

60 OFFERS OF ALTERNATIVE EMPLOYMENT
7.0 CONFIDENTIALITY

80 REVIEWOF PROCEDURE

APPENDIX A - WARNING STRUCTURE
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Assessment Reference HRE.23EA

10 INTRODUCTION

11  This Capability Procedure outlines the steps which should be followed when
dealing with the capability of all personns|, uniformed and non-uniformed, for
performing the dubes for which they were appointed. 1t is designed to assist
employzes to mest and mamtain 3 satisfactory level of performance when they
fail to reach the standard for reasons associsted with compstence, sptituds, or
shility. The emphasis in desling with capability issuss should be for open and
honest communication backed up by support mechanisms that are aimed to
z=sist the employee reach the required standard of performance.

12  This procedurs has been developed not only 1o provide assistance for employees
wiho are unable to mest the reguirements of their exdsting post but slso to
recognise the changing nature and standards of performance required in the
job's employses undersks.

13  This procedurs does not apply to employess whose employment is to end during
2 probationary pened of senice, where dismissal arises from unsuitability for
confirmation of appointment.

1.4  Finess capability is dealt with separstely undsr the Services HR-3 24 Heslth and
Fitness Procedure where 3 development plan will be provided by the Semvice's
Finess Adwisars.

1.5 Capability issues should be dealt with efficiently. within agresd time perods and
with clear outcomes identifizd at all stages. Solutions to the problem could
include additionsl traiming, providing & mentor, coaching or some other knd of
ongoing support to the individueal.

20  PURPOSE

21  The Samvice sesks to schisve and maintan high standards of semvice delveny
through its employees. |In order to achieve this. it has estisblished standards and
monitors performance whilst providing employess with appropriste suppart to
mest those standards. The procedurs on capability is to improve. to an
sceeptable standard, an unsatizfactory level of performance of an employes with
regard to work standards, quality. productivity or other capability factors

232  The procadure ensurss that all employees sre trested consistently and are fully
sware of their rights at all stages. The desired outcoms is to enable, whenever
possible, the employee. with 2 capability issus to perform satisfactorilty i the role
they are employed.

23  The purpose of the procedurs is 3lso o recognise that whers an employes fails
to resch or maintsin 3 satisfactory standard of performance sfter the nformal and
formal procedure have been followed, dismissal frem the Senice is a possible
outcome. However, in some circumstances it may be appropriate in the first

HR &.22 — Capability Procedure V1 2
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EVO7

FW: 2020 IDR process opened via Microsoft Teams

Miles Mark (Head of HR) € Reply | O ReplyAll | —> Forward | | ==

To Fairhurst Karen H.(Q.: Rees Steven H.Q.; Phillips Lynwen H.Q.; Evans Jackie H.C.: Thomas Alison H.Q. Fri 26/06/2020 11:45
Gudgeon Elizabeth  H.Q.; Thomas Sarah H.C; Langston Paul H.Q.; James Ffion H.C.: Holland Charlotte H.C.: +14 others
@ People Development IDR. Process 2020.docx -
111 KB
Hi all,

A quick update on the 2020 IDR process which has now been launched via Microsoft Teams. This can be accessed via the @work home page carousel and also via
the People Development Tab. | have attached the IDR process guidance for your ease and would respectfully ask you to encourage all staff to complete, at their
earliest convenience please?

SM Simon Pearson launched this year's IDR process but will swop roles with SM Aled Griffiths on 01* July and therefore please direct all future enquiries to Aled.
Kind Regards,

Chris

Chris Rees

Dirprwy Bennaeth Datblygu Pobl a'r Gyfundrefn

Deputy Head of People and Organisational Development
Gwasanaeth Tan ac Achub Canolbarth a Gorllewin Cymru
Mid and West Wales Fire and Rescue Service

‘B Mewnol / Internal: 5526

‘2 Allanol [ External: 01267 242626

‘2 Symudol / Mobile: 07989 234111

B<E bost / Mail: c.i.rees@mawwfire.gov.uk

B «-E|J I3 IDR 2020 X lﬁ Pages - Home + v — X
< = O {ar & | httpsy//forms.office.com/Pages/ResponsePage.aspx?id=_x0G649yYEqQWzggHtHGLscS5 1PLaUp7IPMOeB_MotQEtUMKZVMVIXQThEUIROQOXSUFVUNE THW)VC QS I @ ﬂ‘, =

& English (United Kingd...

IDR 2020

This must be completed in the presence of your Line Manager (By Microsoft Teams or Observing Social

Distancing).

Please ensure that this is done through the employee's personal account (not the Line Manager or Station /
Watch's account)

This is your opportunity to review how you contribute to the Services Corporate Objectives and have a positive
impact on your own development.

Hi Rachel, when you submit this form, the owner will be able to see your name and email address.

* Required

About you

1. Where do you work? *
'3::3' Carmarthenshire

( :.:3' Ceredigion
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TRA1 - Training Return

Location of Course: — Date Course Started: |

Course Name: Course Code:

Course Duratien: {in shifts) 1 = Full 5hift; 0.5 — Up to 3 Hours; 0.25 - Up to 3 Hours |

Instructor Information
Instructors Name Role Instructors Full Time Time Spent Instructing Time Spent Assessing_{im
Service No. Instructor? {in shifts) shifts)
Yes/No
Student Information
Student Name {in full} Rola Service Station PassiFaill Comment [e.g. Referral Date, Reason for fail)
Ho. Referral

EV10

Sent: 25 February 2021 17:45
To: Rees Chris ] W. (Deputy Head of People Development) <c.l.rees@mawwfire.gov.uk>
Subject: Recommendations — Coaching & Mentoring

Hi Chris,
Following our earlier discussions regarding the Service's approach to Coaching & Mentoring, please see the below recommendations from my findings:

1. Even though the procedures and processes are in place within the organisation for coaching and mentoring to take place, these learning initiatives are not actively promoted and consequently, uptake is low.
Therefore, by utilising the Services communication department, this could be promoted on the Service’s internal website @Work, and via global emails/memos.

2. Following on from the abowve, information regarding these learning initiatives can be provided to employees as part of their inductions packs when they start with the Service. This will not only show that the
organisation is keen for employee development and improvement but will also start to change the culture within the organisation.

3. within the organisation at present, should an employee attend any form of training, they will be required to complete a TRG1 form to evidence that they attended and their results, which is then added to the
system. As the majoring of coaching and mentoring is carried out in an informal capacity, line managers should be encouraged to highlight and record this as part of the individuals learning and development, for
both the coach/mentor and goachee/mentee.

I would appreciate your thoughts on this.

Thanks
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From: Rees Chris J] W. (Deputy Head of People Development) <c.].rees@mawwfire.gov.uk>
Sent: 26 February 2021

To: Thomas Rachel H.Q. <rm.thomas@mawwfire.gov.uk>

Subject: Re: Recommendations — Coaching & Mentoring

Hi Rach,

Yes | would completely agree with you. As we have said, we do have everything in place to carry out these learning initiatives, however, we seem to be placing higher priority on training courses and probationary
assessments, rather than one-to-one personal development.

As you've clearly highlighted, we can easily get communication out to employees via CCBD {whom | will contact shortly to discuss).

Obviously, employee inductions are carried out by a HR representative, however | will speak to Dan & CCBD to see if we can put something together that can be included within the packs. | will speak to Karen as well, as|
feel there needs to be a link between HR and POD moving forward if we are going to successfully role out such initiatives.

| understand what your saying in terms of means of recording coaching and mentoring, however this may be difficult to evidence if this is being carried out informally and outside of the Service's procedure. However, again,
this is something we can lock at, as it is a missed opportunity to record such personal development.

Thanks for doing this piece of work for us Rach, much appreciated.
Chris Rees

Dirprwy Bennaeth Datblygu Pobl a'r Gyfundrefn
Deputy Head of People and Organisational Development
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Supporting the Implementation of Coaching/Mentoring within the Organisation

2.0 Promoting the Benefits of Coaching/Mentoring

Coaching and mentoring has become a focal point for the People and Organisational Development
department to work on. In this regard, | have been able to offer my assistance in ensuring that
coaching and mentoring is promoted within the Service (EV12).

Firstly, it was agreed to consult with the Head of People Development to agree the best course of
action moving forward, as any changes may have an impact on the budget for the Department
(EV13). Upon approval, a meeting was arranged (EV14), whereby we were able to review the current
Service literature available on this topic, whilst also looking at ways for improvement (EV15).

| was responsible for liaising with the Service’s Corporate Communications and Business
Development department (CCBD) to look at the various methods of promoting such learning
initiatives within the Service, a meeting was held in this regard (EV16). The discussions within the
meeting resulted in activities being delegated across the department, with CCBD taking on the
responsibility of creating and initiating promotional activities on the Service’s internal website
(EV17). An email was sent to all employees following this discussion, to include the link to access the
Service’s internal website allowing individuals to access the necessary information (EV18).

Utilising social media platforms such as Facebook Workplace, also helped to promote and direct
individuals to information relating to coaching and mentoring (EV19). As agreed during our meeting
with CCBD, it was felt that by targeting promotions internally, this would be more beneficial in
increasing the uptake of such initiatives.

By increasing the understanding of those in managerial positions, it was believed that this would
impact on the levels of uptake. In this regard, it was important to highlight the benefits of coaching
and mentoring that included:

e Employee Retention - By increasing levels of employee engagement, CIPD (2019) suggests
that employees begin to show discretionary effort. This and increasing development
opportunities, leads to increased performance and revenue.

e Knowledge Sharing — Such learning approaches allows for knowledge to be shared initially
on a one-to-one basis, but can passed on wider when working within teams, or groups. As a
result, coaching and mentoring can prove to be a cost-effective way of developing
employees (CMI, 2014).

e Building Relationships — Coaching and mentoring relies on one-to-one learning, therefore
building good relationships is key to achieving the most out of the sessions. This can then be
transpired into the workplace.

2.1 Development of Organisational Coaching/Mentoring Processes
MWWERS already have an array of information available to employees regarding coaching and

mentoring, during the meeting with POD, it was agreed that they would look at reviewing the
information within the necessary procedures and guidance documents, whilst CCBD would look at
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changing the format of the documentation in line with the corporate styling and layout (EV15 &
EV17).

Current literature targets the development of the coachee/mentee; therefore, it was agreed to look
how the coaching and mentoring relationship also benefits the development of the coach.
Clutterbluck (2013) suggests that less than 30% of coaches consider their own personal
development. In view of this, a ‘Coach/Mentor Development Plan’ was created to capture such
development opportunities (EV20). Upon completion, this was sent to POD for their feedback (EV21
& EV22).

CIPD (2020a) suggests that the Human Resources and Learning & Development functions play a
massive part in determining the quality of coaching provided within an organisation. They need to
ensure that performance gaps are clearly identified, and that the appropriate coaches and mentors
are selected. In view of this, | have collated a list of all employees in managerial roles (EV23) to be
passed onto POD who can investigate their skills matrixes to determine any skills gaps.

2.2 Supporting Coaches/Mentors

By identifying the skills gaps of employees, we were able to look at what we, as a Service could do,
to reduce such deficits. Google were able to demonstrate the link between management behaviour
and positive people results in its ‘Project Oxygen’ research (Making Business Matter, 2017). Based
on this, we chose to address the need for development within management in the first instance. By
contacting our external learning providers, we were able to find an array of coaching courses (EV24).
It was agreed that the information on how to book onto such courses would be passed onto Heads
of Department, via email, to be forwarded onto those in managerial positions within their
departments (EV25). We also agreed to upload all information relating to such courses onto the
Service’s internal website.

Within the HR department, each employee is in a specialist role, for example: recruitment,
establishment, employee relations and sickness, and therefore, there is no resilience should an
employee be absent or require assistance. In view of this, | was required to create step-by-step
guides on how to carry out my role (EV26). Each employee was required to complete these guides
and are accessible on Microsoft Teams for all to use (EV27).

An important element of coaching is ensuring that information is readily available, when needed. In
this instance, Service policies and procedures are accessible via the Service’s internal website,
@Work. By using the ‘Search’ element (EV28), information can be found and accessed. However,
there are occasions when the information on @Work does not meet the requirements of the coach.
In such instances, they will phone or email to ask for this information.

2.3 Assisting Coachee/Mentee Participation

As part of an evaluation of the HR function, each employee was required to complete a test
developed by the CIPD, that would highlight individuals’ strengths and weaknesses, and areas of
improvement, against the profession map (EV29 & EV30). The outcome of this assessment was
collated into a report which could be referred to (EV31). Based on this approach, it was agreed that
this test would be utilised to help provide an understanding of the areas for improvement for
participants.
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Employees are the HR function were also required to attend a session with Colour Works (EV32),
whom, similarly to the CIPD test, were able to identify the types of person each of us were, and
point us in the direction of our preferred working style (The Colour Works, (2003). We were required
to complete an online questionnaire, and based on the results, categorised everyone into one of the
following categories:

e Blue — Able to deal with complex problems

o Yellow — Easy going and fun approach to most things
e Green — Make time for people and their problems

e Red - Forward looking, quick thinker

Again, the final report outlined strengths, weaknesses and areas of improvement and the benefits of
this. Being able to effectively communicate with other people, is a key element of the coaching
relationship for both the coach and coachee (Phillips, 2016), therefore by understanding people’s
working styles, this can be adapted.

Having discussed this with the POD department (EV33), we agreed that this session will be rolled out
to all Service employees, as this is not only beneficial to the individual, but also to line managers to
understand how their department works together.

2.4 Supporting Evaluation and Improvement

As previously identified, MWWFRS did not actively promote coaching and mentoring as a learning
initiative within the organisation. However, by working alongside the People and Organisational
department, | was able to assist in the process of promotion and development of new coaching and
mentoring documentation and ensuring that employees had the necessary skills to take part.

As the policy holders, the People and Organisational Development department will continue to
review the procedures and guidance documentation available for employees relating to such topics
and will be able to monitor the uptake of such initiatives.

A survey has been developed, that will be issued to participants in such schemes to get their views,
and whether any further improvements need to be made to the process or selection of
candidates/coaches (EV34). An additional survey has also been developed to obtain feedback from
those acting as coaches in the process (EV35). Both surveys will be included in the procedure for
ease of access.

In line with the 2013 CIPD Profession Map (2020b), for my role, | should be working at Band 1 or 2,
however at present, | feel that this is not the case in many of the professional areas due to the
narrowness of my current role, therefore | am going to request further support for development in
this area to enable my assistance in other change initiatives at a later date (EV36).

In order to obtain evidence for this piece of work, | have built a good working relationship with the

People and Organisational Development department and have gained further understanding on
their role within the organisation (EV37).
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Evidence — LO2

EV12

Sent: 01 March 2021
To: Rees Chris ] W. (Deputy Head of People Development) <c.|.rees@mawwfire.gov.uk>
Subject: Re: Recommendations — Coaching & Mentoring

Hi Chris,
Glad you agree with these recommendations.

Give me a shout if you need any assistance with promoting any of this. Will be beneficial to use within my portfolio for my CIPD gualification.

Thanks
Rachel Thomas

Human Resources Assistant
Cynorthwy-ydd Adnaddau Dynol

EV13

From: Rees Chris ] W. (Deputy Head of People Development) <c.j.rees@mawwfire.gov.uk>
Sent: 01 March 2021

To: Thomas Rachel H.Q. <rm.thomas@mawwfire.gov.uk>
Subject: Re: Recommendations — Coaching & Mentoring
Hi Rach,

I've had a chat with Geraint and Karen, and we agree that your knowledge of the topic and contacts within the Service will help in promoting this.

Geraint has agreed that we run all proposed changes and activities through him in the first instance as the budget holder for POD. He is going to ELT this week, so can give them all the heads up that we are going to be
promoting this.

Let's catch-up sometime this week to go through a few things.
Speak soon.
Chris Rees

Dirprwy Bennaeth Datblygu Pobl a'r Gyfundrefn
Deputy Head of People and Organisational Development

EV14

Title Coaching & Mentoring

Required Thomas Geraint (Head of People Development): Rees Chris 1 W,  (Deputy Head of People Development):
Equire Thomas Karen H.G.: Thomas Rachel H.G.
Optional
Start time Wed 03/03/2021 E 09:00 | [alday [ @ Time zones
End time Wed 03/03/2021 ]| 10:00 w| 4% Make Recurring
Location Microsoft Teams Meetinq E:)\ Room Finder
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EV15

Coaching & Mentoring
Microsoft Teams
03 March 2021 @ 09:00 hours

Attendance:

GM Geraint Thomas (Head of People and Organisational Development)

SM Chris Rees (Deputy Head of People and Organisational Development)

Karen Thomas (People and Organisational Development Officer)

Rachel Thomas (Human Resources Assistant)

Discussion 1:

Review of Current Literature

e Coaching & Mentoring procedure — signed off by ELT,
March 2016
Is the information still relevant? is the process still
the same? Are the contacts still in position, do these
need to be update? Potential to make necessary
arrangements to take to ELT in April 2021

e Guide to Coaching/ Guide to Mentoring — Quite a
long document. Can this be simplified? Does it meet
Easy-Read requirements?

e Other documents on @Work — Service logo needs to
be updated. Are the contacts still in position, do
these need to be update? To be amended in line with
procedure.

KT to review

RT to liaise
with CCBD

RT to liaise
with CCBD

Discussion 2:

Methods of Promotion

e Liaise with CCBD to ensure all employees have access
to the information on the Service’s internal website,
@Work.

e Potential to add highlight to the banner on front
page of Service’s internal website.

e Global email — concerns raised that not all employees
access their work email accounts (e.g. On-Call)

e Social Media — potential to use, however would also
be targeting those who are not employed by the
Service. RT raised how this could be a selling point to
some, so may increase application figures

e Line Managers — liaising with all Heads of
Department/ Line managers. Explain the
requirements. Encourage participation

RT to liaise
with CCBD

KT

RT to liaise
with CCBD

GT/CR

Signed: Unable to provide signatures. Meeting carried Date: 03 March 2021

out over Microsoft Teams
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EV16

Title

Required

Optional

Start time

End time

Location

Coaching & Mentoring - CCBD

Thomas Rachel H.Ch: Rees Chris |'W.

(Deputy Head of People Development): Jackson Cen (Head of CCROY:

Lewis Aled (Deputy Head of CCBDY: Perry Jason

H.C.: Perry Linsey H.Ch.: Pinney Shaun H.Ch.:

Thu 04/03,/2021 E

13:00

-

Thu 04/03/2021 E

14:30

h

Microsoft Teams Meeting

] AN day [ @ Time zones

+_% Make Recurring

E:::.\ Room Finder
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EV17

Coaching & Mentoring
Microsoft Teams
04 March 2021 @ 13:00 hours

Attendance: | CeriJackson - Head of CCBD

Aled Lewis - Deputy Head of CCBD

Jason Perry - Marketing Officer

Lindsey Perry - Marketing Officer

Shaun Pinney - Marketing Assistant

Chris Rees - Deputy Head of POD

Rachel Thomas - Human Resources Assistant
Discussion 1: | Review of Current Literature

e Guide to Coaching/ Guide to Mentoring — Quite a long document. Can this be simplified?
Does it meet Easy-Read requirements?

CCBD to review documentation in line with Easy-Read requirements. Potential to roll out
Easy-Read training to other departments to assist with this moving forward. Agreed to
look at creating a shorter guide including more images and flow-charts for ease.

e Other documents on @Work — Service logo needs to be updated. Are the contacts still in
position, do these need to be update?

Agreed to amend the logo and format in line with the corporate layout of documentation
and will update @Work accordingly. CCBD to look at making the @Work page for
Coaching and Mentoring more eye-catching and appealing to look at.

Discussion 2: | Methods of Promotion

e Liaise with CCBD to ensure all employees have access to the information on the Service’s
internal website, @Work.

Agreed that all employees have access to the internal website. CCBD to re-issue the link
to access the website via email. Reminder to HR to include ICT & CCBD into new starter
memos so this can be activated.

e Potential to add highlight to the banner on front page of Service’s internal website.
Happy to add to the banner on the main screen. Jason & Shaun to create a digital poster
to be displayed for this purpose. If individuals click on the banner, will re-direct them to
the Coaching & Mentoring page on @Work.

e Social Media — potential to use, however would also be targeting those who are not
employed by the Service. RT raised how this could be a selling point to some, so may
increase application figures
Lindsey to look at whether this can be promoted internally only via Facebook Workplace.
Questions raised regarding the number of employees accessing this social media
platform. All agreed that using Facebook and Twitter would not be beneficial for this type
of advertising. Jason & Shaun to look at something that could be issued via global email
that links to the @Work page.

Concerns raised by Ceri & Aled regarding the workload of the department. Have advised
that this should be completed by the end of April 2021/ beginning of May 2021.
Signed: Date: 04 March 2021

Unable to provide signatures. Meeting carried out over
Microsoft Teams
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From: Press Officer Account <pressofficer@mawwfire.gov.uk>

Sent: 08 March 2021 08:18

To: _All users <all.users@mawwfire365.onmicrosoft.com>

Subject: Access to @Work

Dear All,

It has come to light that some employees are having difficulties in accessing the Service’s internal website, @Work. In view of this, please see the below link which

will direct your to the main homepage.

http://atwork/Pages/Home.aspx

Should anyone require particular access to areas on the site, you are asked to contact Paul Thomas, ext: 4457, in the first instance who will be able to assist.

EV19

= = O a1 & httpsy//mawwfiregovuk528.workplace.com/
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People to follow

Prioritise posts from key people in your
organisation by following them.

Craig Thomas Follow
Steffan Keyte

ﬁ share point operator Follow
apprentice

Meil Evans

Deputy head of community Follow

safety

Chats 2 A
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COACH / MENTOR DEVELOPMENT PLAN

Gwasanaeth Tan ac Achub
Canolbarth a Gorllewin Cymru

) Mid and West Wales
Fire and Rescue Service

Name:

Brigade Number:

Department/Station:

Covering Period

(From - To):
What do | want/need to learn? What will 1 do to achieve this? What resources or support will | What will my success criteria Target dates for_rewew and
need? be? completion
Signed: Date:
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From: Thomas Rachel H.Q <rm.thomas@mawwfire.gov.uk>
Sent: 15 March 2021 11:16
To: Thomas Karen H.Q <k.thomas@mawwfire.gov.uk=; Rees Chris ] W. {Deputy Head of People Development) <c.j.rees@mawwfire.gov.uk>; Thomas Geraint {(Head of People Development) <gm.thomas@mawwfire.gov.uk=

Subject: Coach/Mentor Development Plan
Attachment: Coach Development Plan.docx

Hi All,

Following a review of the current Service literature, as well as looking at best practice examples, | noticed a gap in our literature to capture the development of the coach/mentor during the coaching and mentoring
relationship. | have therefore come up with a ‘Coach/ Mentor Development Plan’ to capture such information. Please see the attached.

I would appreciate your feedback and comments.
Thanks
Rachel Thomas

Human Resources Assistant
Cynorthwy-ydd Adnoddau Dynol

EV22

From: Thomas Geraint (Head of People Development) <gm.thomas@ mawwfire.gov.uk>

Sent: 15 March 2021 13:32

To: Themas Rachel H.Q <rm.thomas@mawwfire.gov.uk

CC: Thomas Karen H.Q <k.thomas@mawwfire.gov.uk>; Rees Chris ] W. (Deputy Head of People Development) <c.j.rees@mawwfire.gov.uk>;
Subject: Coach/Mentor Development Plan

Attachment: Coach Development Plan.docx

Hi Rach,

Completely agree, this is something that we should also be capturing on Terian as it is a recorded form of development. The form is good. It definitely meets the requirements.
| will liaise with CCBD to get this uploaded with the other documentation. | will also liaise with Chris to ensure that this is captured within the relevant procedures.

Good work Rach! Your help is appreciated.

Regards

Geraint Thomas

Group Manager / Rheolwr Grwp.
Head of People Development / Pennaeth Darparu Hyfforddiant a Datblygu Pobl
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Coaching Courses Wales
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Good Morning,
COACHING AND MENTORING

As some of you may be aware, a review of the Service’s current practices in terms of coaching and mentoring have been carried out. As explained in the Learning & Development update issued recently, attendance on
courses is dependent on the job role/grade within the Service.

Courses will run virtually, over Microsoft Team's and if people can't use their own Laptops, then the training provider has instructed me that no more than 2 people can use the one Computer to do the course, I'm assuming
each Station has got a facility to accommodate a Teams meeting.

There is an assessment at the end of the course, and everyone will need to use the computer individually for this assessment. Each Individual booked on the course will be sent learning material via internal mail and
a meeting request by the training provider, clicking on this link will allow you to access the course.

Courses are currently available on the following dates, and will run between 09:00 — 16:30 hours:
= Monday 22 March 2021
+ Wednesday 24 March 2021
« Friday 26 March 2021
+  Tuesday 30 April 2021
Could you please pass this request onto your team requesting their attendance.

Places can be booked via Terian, alternatively please contact myself or Karen Thomas and we will book people onto the course.

Thanks for your assistance with this matter.
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H General Posts Files Actions Polly +

+ New T Upload @ Copy link L Download & Open in SharePoint

Documents > General » HR Manual > Administration
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0= HR Spreadsheets.docx June 30, 2020 Rohman Samantha...
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@ Scanning.docx May 15, 2019 Rohman Samantha...
o Spiceworks Instructions.docx February 23 Rohman Samantha...
Support Desk SLAxsx February 1 Thomas Sarah H.Q
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Leave
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ﬁ CIPD Professianal Map Test - Techniciandocx
144 KB

=

http: /fatwork/library/documents/sickness and absen
nttp://atwork/library/ docurmnents/sickness_and_absence_manitoring_pakicy. pdf

Sickness and Absence Management Procedure

o 27 calendar days. 1.2 Medical evigence Al sickness Lhal |asts langer than seven calendar days
requires medical evidancs [with sickness of seven calendar days ar l8ss being

Authers: Rohman Sarmantha H. Q, Harding Susen H. § Date: 11/1B8/2020 Size: 1MB
hitp:/fatwork/Library/Policies-and-ProceduresServicePolicies/Sickness and Absence Managemenk
Proscesdu e pdf

Sickness

ManagerHolding an Informal Return bo Work Intarviewline Manager Guide - Long Term Sickness _. Lang-
Term Sickness Flowchart 1Long-Term Sickness Flowchart 25horl Term Sickness Flowchart 1
Authors: Rohman Sarmenthe H. § Date: 17252021 Size: G5KB

htp:/fatwork/departments/Human- Resources-HR/Line-Manager- Resou rces/ Pages, Sickness asp

Short-term Sickness Rescind Process flow

Approved by ‘Rahman Samenths H.Q. using the Conlent and Strocture Tool .. Shart-term Sickness
Absence Rescind Pracess flaw chart

Authors: Rohman Samantha H. , Harding Susan H. § Date: 371272020 Size: 73KB

hitp:/fatwork/departmentsHuman-Resources-HRYLine-Manager- Resou rees/ Document s Short-Lerm
Sickness Rescind Process Aow_pdf

Appraved by 'Rahman Samanthe H.Q." using the Content and Structure Tool ...
Authars: Rohman Samantha H. Q, Harding Susan H. Q Date: 371272020 Size: 96KEB

hitp:/fatwork/departments/Human-Resources-HR/ Line-Manager-Resource s/ Docurment s Lon g -Lerm
Sickness dbsence Escelation Process Flow Chart 2. pdfl

Sickness | etters

Flease ensure & Cc of the letter is sent to: ... Sickness-Letters _. Mational Jeint Council for Local Autharity
Fire and Rescue Services Circulars _ Sickness - LIVE 01 APRIL 2020 .

Authore: RORFBN SSFMBNENE H. § Date: 7/10/2020 Size: 104KB

Mip:.n'jaiwnrk,fdenarlmenumu man-Rzgnurﬂeg-HR,l'Line-HanagEr- R rtes.n'Pages,.l’Bltknui-
Letters.aspx

Long-term Sickness Absence Escalation Process Flow Chart

Approved by 'Rahman Samanthas H.Q. using the Contert and Structure Tool . Loag-tarm Siekneas
Absence Ezealalion Process Flow Chart A mesting will B2 held with the .

Authors: Rohman Sarmantha H. , Harding Susen H. § Date: 3/1272020 Size: 196KB
http://atwork/departments/Human-Resources-HR/ Line-Manager-Resou rees, Documents Long-term

NG
e

Further to the recent workshop, | now enclose the CIPD Professional Map Assessment which is a recognised ‘tool’ for assessing an individual against the professional standards required for HR. There are

three levels a) Senior Professional (those with a strategic role within a HR service); b) Professional (those with a CIPD qualification or relevant experience) and c) Technician {those working in HR at a lower
level or beginning their CIPD training).

This assessment will be used to identify training/development needs for the future and also where people might best fit in the proposed new structure. Your current Line Manager has also been copied in,
so they can separately complete an assessment of how they see you against these criteria. When both have been completed a meeting will be held with you to talk about the outcome.

| realise that for some people these types of assessment will not be familiar to them. Therefore if you would like help in completing the form or just like to talk about the questions, then please let me
know.

| would be grateful if you could complete the form and return it to me by the end of this week (12™" October). | am keen to identify ‘training needs’ so | can start looking at a training plan for the team.

Thank you
Sue

Sue Harding
Rheolwr Adnoddau Dynol/Human Resources Manager
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CIPD Professional Map — Technician Level (HR Assistant)

Name lab Title Date of &

The fallowing assescment & used by the CIPD to assass individuals against the CIPD
Professional Map. This will e used to identify training/development needs ru
thee future of the MR Team. Your current Line Manager will alsa an

henw by e you against these criteria. & mesting will then be arranged to discuss the
results.

Instrustines- You shiould rate your current knowledge and skills against 18 sections. You
shauld selact your respanse by picking a number between 1-4 in the drop down bax haing--

1 =this is an skill = A= lewel reguired for current role

1. Insights, Strategy & Solutions

% of e using

mljmjummmmmmmmmummmummum

and own eepenence

Codecing. anafysl ng on daia and melfrics

@ﬂnﬁmmmmmmmm
%gmj-mmmmummmm
Fm;‘hmdlﬂwwm
e e

‘Spaific extemal Taoiors hal | moadt e eankation (gl knal, fnanda, manet feoons)

%&L‘mmmmmmbn

Fiizhenant |arw For oo PO {0 whise: b acoess legal infomation If rog )

Prinaipies and hass practios of Droject mananement
That fior VOUT S Dt of th Dusiness (and how this e mes o0 Wioks DUsiness Sirtady)
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1 Insights, Strategy and Solutions

Imtights, Sirdegy and Jolutions s aboul deveioping your undensianding of your crganisaion and s soelad
a6 Using These Insighis In develop sinalgies and sk fions which mee e needs of your tusiness in e shot

and gy e A8 o T you Byreoaity neid b s g 10 deasiop | nsiphts inks thi crgarisation and the wary &

works. You'l undenstand the axtemal s affecting the and s finano al. S0 b atde
o chesorba e HAE plan, You'l Lse your of projest legisiaion
o sLppo catery andd o R

Vil o v bk L5 Inadiaties that your mmmmmmwwm This ususlly apmies
o sstained

Below, mmhmmﬂnwﬂmmmwﬂmmnmm
o haree skill and et your INdAA0Ll SHEnIS and draEnETEnt
mmmwmmmnmm

What are my strengths and gaps for my current level?

Wihere | am compedent
®  Coliacing, anaivsing o data and maics
- Hmmmmm‘prmmrummmmm

= Bupporting fhe ol HR;
WGHP‘
Raderwant ks for own rode (o whene io aocess legal indomeation i requined)
s Dessoping an o tha crgarisal and cwm exparience
®  Lising insighis from dota and good HR pracson 10 spof polential rends and risks for the agarnisation
®  Eupporting e oTHR, and projects

The prganisalion’s. performanae [inciuding basic Anandal performance)
*  Epeciicedemal facors thal impact he crgansation (eg, legal, Nnancial, marke! fadiors)
= Eigniicam s cumently affecd ng the crpansation
®  Principles and basic praciios of project managoesrani
% Tha HR plan for your own part of the usiness [and how this relalos 4o the wider busingss siralegy]

Dervelopmeeni Acfions

= ldentfy ool in difienent AINCEDNS Wi ANoW e DRjanisation wel | and set Up ragular charge of
Informnaticn” sessione.

®  Rasirs recent CIPD survey resuils (Such a5 Empinyise Cutionk o Leaming and Dessinprient Sunegd:
s ideniily any trends o riskes which may impaci your onganisation.

= Fini cuf how oiher canisations hawss Lssd marics i gather isicise: sed ident By oy warys your
oepanisafion ooud banefil from o diffenent approach.

®  ihanify mastings or o whir you oan shane your nsighls and Wews on organsational propects wih
VOUIr Esiers and e manager.

" BafoR g WOrK o @ propect, Tind cut Shoms ofhars 'shal ey think he rickes oni cpponunities might

b — pathculary IT S ar propects Fawe ban dfened baong. COnskizr Row Vou Cam ksam o i
Insighis, @nd how You San MR B Way YOu SUDRON PIOFamimes. and propsots maeing ionward

®  Take ime fo fuly undesiand fhe objeciives of @ project or programmee, and whioh o emenis. ane orffical
o i 10 v, IFind cut Row ha project Wi | D evaluied — wihich pans. of your on | conir e 52
This evaiuaion?
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2. Leading HR
Pﬁummmummnm
Wﬁmmmmmmmwmm
Sharing m;smmummmnnumm
igmménmnmum‘mmmm
mm;mmmmmmwmmmmmmmm

Ensuring own chiectives are in ing with ine jeam's and funciion's objecives

ey reconding HR [ach a5 agreemenis, Tnandal data, Key Pedormance

Indicalors o)

%gnjmmmumwmmmn nancial slarning

Different working shes. and preferences.

The principiess of effective feam woring
Mvihidds for coliecting difiereni bynes of dala

Methods for anafysing finandal and non-financial dala

3. Owgamsatonal Design
aonurale data and reconds on omanisaiional sinecilne, gopouniablies and spans of ooninl

Fanl_jmﬁwmhmmmmwﬂmm changes

Suppaeting the planning and Imgkmentation of stucral change

15w ng feadhack o managens on behail of Those afecied by the nes desion

Enablers or biockers o change In your omanisation

Fﬂ*&;‘“m’ﬂ“ At
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Tha principies: of job svaluation

*  Lonabe e most recent anndal nevew or repor for your gegasialie. o ind oul Somenne wha knoes.
atoul the crganisalion's. performance:. Find cul whal fhings e organisaiion measures |s performance
ry {igg 1UMTiouer, proft, producson, customer satistason s, Compane kst year's perlonranoe with the
TS e yuars.

" Participake i ngular mearor ) SUSImST / pRnoUnt Lpackes and undersiand how thiss afe tha
CEpanisaon.

®  Make fime in your seek io read fhe major business and news publicalions and undendand how these
exiermal facioes canimead your onganisation.

®  Find cul dhoms your HIR codeagues and nebwornis whene io sourme mievant and upo-daie employmaent
koo - conskdor wWela 105, Olaalabin anvd punl calions.

*  Ependsome fime shadowing an expen in project management o understand fhe: principles. and pracioe
of project management, and amy specifc approach o proparis which ks taken inyour onganisation.

»  Digcusswith your manager how ywour noke confribubes o e delvery of fhe people and crganisaion
siralegy.
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Morning all,

The next Colourworks session has been arranged for 23 October 2020, and in order to prepare for the session could you please ensure that you all complete the Colourworks guestionnaire on the link below by no later than 21/0%/20. This will allow Helen sufficient time to
prepare your individual reports.  Can you please complete the questionnaire even if you are unable to attend on 23 October 2020, as your individuzl profile will be beneficial to you, and | believe 1-1 sessions with Helen may be arranged for you to go through your profile
in more detail.

The instructicns for completing the guestionnaire are as follows:

1. Click directly on the link below:

hittps:ffonline.insights.com/evaluator/TheColourWorks/discovery

2. Fill in your details using referral code WHS/MAWWFRSRESOURCES/ISMITH (substituting J3MITH with your initial and surname)

3. Follow the instructions

4. Complete and submit

The whaole exercise should take you ne longer than 20 minutes. There are no wrong or right answers merely your preferences in the work environment.

Thank you in anticipation of your co-operation.

Regards
Mark

Mark Miles MS5e; Chartered FCIPD

Pennaeth Adnoddau Oynol f Head of Human Resources
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Hi Rachel,

| agree that by running a session with Colour Works, this will not only benefit employees on an individual basis, but would also increase line manager understanding of their employees.

Karen —Would you mind speaking to Helen Rees regarding this course as | understand she arranged it last time. I'm guessing because of COVID, there would be the possibility to run this virtually.
Thanks Rach. This is not something we would have necessarily considered.

Kind Regards,

Chris

Chris Rees

Dirprwy Bennasth Datblygy Pobl &°r Gyfundrefn
Deputy Head of People and Organisational Development
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Coaches Name: Dt

e waidd lie o ask you lo complete the Torm belaw 1o allow us (o formally evaluate
She programime to date. Please be open and hoosst about your sxparence, a5 it wil
allaw us 1o shape the future of cosching in MAWWFRE. Please node $hat only
callective svaluation results will be shaeed, no individual responses will be shared.

About your caaching sessicas:

1. What ware your imprazalona of cosching bafors you undariook thiz

coaching?
Megative Mo imgression Pasitive:
2. 'Wnat are your Impressiona of coaching now?
“Wary Megating [ST=AE Pasilive: Wary Pasitive

3. Would you recommend coaching to 2 colleagus?
Yas Mo

4, Would you bs willing fo have 3 coach again In the futurs?
Yas Mo

5. On 8 -8cale of 1 - 10 where 1 12 poor and 10 le excellent: How well did your
eoach ...

o  reppnt i tatensip g iy ||

a  Listan and create a clear space for reflection?

o Ussinsightul questions thal challenged and stratched
your thinking?

v Gel commitment f Agree acian fram yau?
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Annex H oontinusd

. Hag cosching had & poslitve impact on your profeeslonal work role?
Yas Mo

7. Were you able to execute and fodlow throwgh all or most of your sction
plan [ gosla?

A Mo

&. How much support has your line manager glven you through this procesa?

[ ]
[ ]
[ 1]

9. what 3 things have thess ssszions helpad you with? (gg greatar
confidence, declaion making]

= Wery good suppart
*  Some support

=  MNo support

H o would likes to add anything in addition ta the questions shrue please use the box
Eveslorey

Coaches Name:

Drale:

A @ coach we walld lke 1o ask you 1o completa the form balaw to allow us to fomally

evaluate the praogramime o date.
Heslps is bo identify Vidue far Maney and Return on Imsestment

In your opinion, yaur client —

- Improved perfarmance

. Behaviaural change § attitude

. Sickness avoided

. Grigyance avoided

- Employee mare engaged | mobvated

. Employee increased confidence and sef-refiance

. Ganed saananess and nsight

. Improved dec=ion making

- Creater salf-awareness

. Improved ability o deal with change

* Improved ability % work independently

- Greater senss of respansbilily agfor oan develcamend

& ither (plEsge SiBtE]
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| understand that Rachel identified that there was a lack of promotion and participation in coaching
and mentoring programmes within the organisation, therefore | gave authorisation for Rachel to
contribute to the promotion and development of coaching and mentoring documentation in lime
with her findings.

Rachel has built a good relationshipg with the People and Crganisational Development department,
and | have heard nothing but good reviews from management towards her contributions.

| understand Rachel was also liaising with the Corporate Communications and Business Development
department and arranging the necessary meetings to ensure that this learning initiative was known
within the organisation. | can personally say that | have seen this advertised on the Service’s internal
website and have looked at what has been created.

This has been a good starting point in Rachel's development. As her role is very specific to
recruitmenit, | have agreed to allow the opportunity to further develop her knowledge and skills by
attending any formal training courses in this subject area.

K Fairhurst

Human Resources Manager

20 April 2021
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Hi Rach,

On a personal note, | would like to thank you for all your help over recent weeks in analysing the Service need, and formulating resolutions in relation to coaching and mentoring in the organisation.
I look forward to keeping an eye on the uptake and feedback over the coming weeks.

Thanks again

Kind Regards,

Chris

Chris Rees

Dirprwy Bennaeth Datblygu Pobl a'r Gyfundrefn
Deputy Head of People and Organisational Development
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