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Personal statement for learning outcomes 1 & 2  

Since starting with Tai Tarian in December 2017, I am not or have not been aware of a 
policy or procedure which relates to coaching and mentoring within the organisation. 
Having met with the Learning and Development manager they also confirmed that this was 
the case but is something that they would like to push forward in the coming months and 
that was being worked on behind the scenes. As part of gathering information for this 
portfolio I spoke with the Manager of the Learning and development section (EV1) and  
reached out to 3 managers, asking the same questions around coaching, and mentoring at 
Tai Tarian to gather some more insight from a manager’s perspective (EV2 - 4). 
 
In 2018, the organisation launched their own leadership programme for managers, this was 
called leadership 5:3:5. Booklets were devised with a snapshot guide of the training (EV5) 
and were encouraged to be used, along with Tai Tarian Behaviours framework (EV6), as 
tools to help support all managers, but investigation shows that neither mention coaching 
nor mentoring specifically. Although, a further part, off the back of the 5:3:5 training 
delivered at the time, was the optional offer of 2 coaching sessions for managers to upskill 
on the importance of coaching and mentoring their teams going forward.  
 
The coaching was provided by an external independent coach, and whilst it did receive 
positive feedback the uptake was from just a quarter of all managers. When I queried why 
this was optional and not a mandatory learning session at the time, the answer was 
unknown, and was nothing to do with financial constraints as far as the Learning and 
development manager was aware. To ensure all managers are working towards the same 
goal and have the same knowledge the approach of ‘optional’ seems questionable. If this is 
to be re-launched, I feel it would be more appropriate as a mandatory expectation at 
manager level, if financially viable, thus working towards creating a coaching culture 
(Bingham,2016). 
 
After the initial delivery of the 5:3:5 training the learning and development team went 
through dramatic change and the key team leader pushing the 5:3:5 programme left the 
organisation, soon the programme fell off the organisation’s agenda. Fast forward to now 
and a re-structure of the Learning and development team, and due to the demand of other 
hot topics, such as providing online training during a pandemic, just like many other 
organisations (Brown,2021) and this is only beginning to be looked at again.  
 
The 2 coaching sessions would have provided a good start or basis to develop managers 
skills, but without follow up may have resulted in this being a potential waste of time and 
not given the manager enough information on the specific skills such as questioning, 
listening, clarifying, and reframing (CIPD,2020) needed to be a good coach or mentor.  
 
During the meeting, the Learning and Development manager mentioned that the external 
coach is still available, if requested, to work with managers on specific topics they feel they 
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may need help with. I was unaware of this and when asked where this is promoted, the 
manager confirmed that it is something that is simply not broadcasted and used as an ad-
hoc service if a need is brought to their attention. The manager mentioned that they had 
used the service themselves when transitioning from being a manager of the HR 
department to then managing the Learning and development department. The service had 
also been used to try and develop leadership skills when a manager’s lack of capability was 
highlighted.  
 
The lack of transparency to employees that we provide this service, I found frustrating, and 
that even the HR team were unaware to promote and even identify a need and make the 
Learning and Development team aware. This also highlights that there is lack of 
communication between the HR and Learning and development team that needs to be 
addressed going forward for the benefit of the employees and the organisation overall.  
 
From working closely with managers daily, I feel many have lost out and could have 
benefited with this support – especially in relation to the transition of supporting their 
teams online, working from home during the pandemic. Or for those staff that have been 
promoted to team leaders for the first time with no management training – as the 
leadership 5:3:5 training had launched and then abruptly discontinued.  
 
From time working with managers, I am aware that coaching and mentioning takes place 
daily on an informal basis throughout all departments . The only qualified coach and 
mentor within the organisation is the Head of Organisational Development, who does offer 
sessions if needed, but cannot commit due to job demands to provide a regular 
coach/mentee provision.  
 
Looking at the leaning and development policy (EV7) I can see that it is very basic and does 
not have anything specific within it that relates to coaching and mentoring. This is not a 
surprise given the lack of formal coaching and mentioning in the organisation, or the lack of 
knowledge and information available about the coaching that can be provided form an 
external provider as previously mentioned, which can cause issues amongst itself, if seen as 
being “secret” or not available to all (Taylor and Wilkinson,2016).  
 
The policy notes that certain procedures will be governed under the framework of this 
policy, which include the:  
• Learning and Development Procedure (EV8) 
• Leadership 5:3:5 (EV5) 
 
When I looked at each, I discovered that the Learning and Development Procedure briefly 
mentions coaching and mentioning as a way of learning, with no other information.  
 
The one-to-one guidance (EV9) which was a part of the 5:3:5 training briefly mentions 
questions around line managers building relationships and highlights the “conversation 
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style as that if a Coach, highlighting that the conversation in this instance should be 30% of 
the manager , 70% of the team member. 
 
I considered the results of Tai Tarians most recent engagement survey, and found there 
were two specific questions for managers, along with the option to comment in a free text 
box, 50 out of the 98 participants were management. From these the results showed that 
24 managers feel they always have the appropriate tools/training to support their team 
showing positivity but a high number of 17 only sometimes feel they do have the 
appropriate tools/training, with 7 not sure, 2 never feel they do. The results suggest that 
there is an issue amongst managers , feeling unsupported and unable to do their jobs as 
well as they can (EV15). This is shown again, with nearly double the number of managers 
stating they would like more manager training to support their teams with 33 managers 
wanting more comparing to only 17 who do not (EV16). Out of 50 managers, 13 left 
comments which vary, but the general theme from them suggests that there has not been 
any manager training for a while, with nothing provide for recent / new managers, along 
with a need to provide specific guidance on supporting and engaging teams whilst working 
remotely  in the current pandemic and going forward (EV17).   
 
Considering  the specific questions for managers and their comments, there is a clear need 
for training and support -  If managers feel they do not have adequate training, tools, and 
support to give their teams this will affect their capabilities to manage their teams 
successfully. 
 
Andriotis (2016) states “one of the biggest causes of demotivation, however, is the 
relationship between managers and their teams” investment in line manager coaching in 
relation to communication, listening, trust, the importance of coaching and mentoring and 
engaging their teams is needed.  
 
Investing in training for this will far out way the cost, with benefit of staff development and 
capability, in turn employees “are more likely to go ‘beyond contract’ or that ‘extra mile’ for 
the organisation if managers behave in ways that stimulate and encourage positive 
attitudes” (Purcell et al,2013) to work towards organisation goals and increase output and 
revenue (ACAS,2020) which are the outcomes of an organisation with higher engagement.  
 
On a positive note, during the meeting, the L&D manager confirmed that they are looking 
to roll out  a revised version of the previous 5:3:5 training (EV18) shortly, delivered over a 
2-year period and is hoped to be accredited. If this is followed through this will be a massive 
step towards creating a much needed “coaching culture” (Bingham,2016) going forward. 
This version of the Leadership 5:3:5 (EV18) has information about coaching and mentoring 
and mentions the use of 2 coaching sessions and 2 mentoring sessions for each staff, 
although the specific on content are not included.  
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To add value to an organisation the implementation of coaching and training packages 
should relate to and align with organisational objectives, values, and goals; giving clarity 
and make training relatable to staff and what the organisation is about – to truly onboard a 
“coaching culture” (Bingham,2016), looking at the revised content (EV18), again I can see 
this has been thought out by related to Tai Tarians behaviours framework (EV6) and that 
the corporate plan and strategy also highlights “Developing people“ as one of its 4 key goals 
(EV19). 
 
After a restructure in the HR team of the implementation of two HR business partners, and 
two HR advisors, the implementation of new ways of working, policy development and a 
large focus on building relationships , repour and trust across the organisation has been the 
priority for the HR team. Previously the HR department was thought of as a negative 
throughout the organisation. The current team have worked very hard over the last 18 
months to change this view, and we have seen a massive improvement , being asked for 
advice and support, and seeing certain managers thrive – especially those who had 
previously had the “we have always done it this way view” (Kotter,2016). A large part of 
this has been manager coaching and guidance by the HR team, building much needed 
confidence to complete tasks that prior were not allowed or even trusted to do (as the HR 
team would complete tasks which now sit with managers). When building these 
relationships, the HR team identified inconsistency across different departments, there was 
a massive gap in different thought process, some managers clearly were strategic thinkers, 
some not so. The team found that there was a need to encourage more senior managers to 
leave the day-to-day operational tasks to their operational supervisors and  team leaders, 
increasing their competencies to decision make. 
 

The HR team and I have devised various templates to support managers during our 
meetings and catch ups with them used to not only to ensure the HR team are using the 
same approach and message to all but are also a good tool to use as a basis to encourage 
management contribution and thought process, instead of being told what to do – one 
example is our “recruitment planning meeting checklist” (EV20). Every recruitment meeting 
held between managers and the HR team will complete this, the questions are to get 
managers thinking rather than being told what to do, showing the coaching approach. 

These meetings have highlighted many aging departments and encourage managers to be 
thinking ahead about apprenticeships and mentoring teams to develop succession planning 
process. Coaching of instilling the bigger picture thought process’, across all levels of 
management has defiantly seen a positive change. This has helped bring focus and 
encourage managers to be mindful of the fact that Tai Tarian does not have a consistent or 
objective way of evaluating performance and  potential, encouraging an objective way to 
plan and structure for succession. 

When considering barriers to this implementation I have recognised that Tai Tarian can 
have a “we have always done it this way” view when change is introduced (Kotter,2016). 
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Educating colleagues to change their mindset can be a slow process but can be accelerated 
by trust amongst team members and line managers (if they are on board) Katzenbach et al 
(2012). “Somewhere in the waves of change, you will have to attack the sturdy silos and 

difficult politics, or you won’t create a twenty-first century organisation” (Kotter,2020). 

Organisational agility will affect the receptiveness of making the change to a coaching 
culture. The “new normal” of the pandemic has seen the organisation become more “agile” 
and adaptable to change, and  the more agile an organisation, the more responsive it will 
be to change (Cannon,2017), so I am hoping this will encourage the managers to take on 
board the training. Along with the fact that the HR team has seen, with perseverance, 
change can slowly be made within the organisation. The HR team will  need to work closely 
with the Senior management team to encourage their participation and promote from the 
top down. Work by Purcell (2010) demonstrates the need that managers and senior leaders 
have a high part to play in promoting a specific culture within an organisation. Without 
those truly onboard, and pushing from top-down, with role modelling behaviour, the 

agenda will fail (Kotter,2020).  

“The top barrier to implementing new practices is the operational pressure that absorbs 
time necessary to develop and trial different ways of working” (CIPD, 2014) ensuring this 
has been considered and time set aside for employees to learn and process is needed – 
without this, employees may feel pressure and frustrations and not engage fully, or  line 
managers may also feel frustrated having to coach a person to realise their skills rather than 
just telling a person what to do, which is often less time consuming (Francis,2019). 

It has been identified that playing the role of line manager, coach and mentor may cause 
some potential conflict. For example, an employee may find it difficult to or hold back 
whilst discussing what they see as a gap in their knowledge and learning needs, in fear of 
some sort of potential discipline or lack of salary increase (if applicable), thus providing an 
issue as the learning needs will not be correctly identified and fulfilled (Barber,2018). Both 
coaching and mentoring need a level of trust and accountability within the roles and 
relationships they have, mentoring even more so as generally over the longer term 
(Francis,2019). Relationships with line managers and their team members would therefore 
ultimately then determine the success of line manager coaching and mentoring. I 
considered the results of the previous engagement survey to look at this, 4% of participants 
state they never have 1-2-1’s (EV11), 18% never feel comfortable being open and honest 
with their manager (EV12) and 8% never receive constructive feedback from their manager 
(EV13), 11% describe their relationship with their manager as very poor or poor (EV14). 
These statistics may link with why 13% of participants state the performance management 
system (MADD goals process) is poor or very poor (EV10).  
 

Managers could overcome these issues by ensuring all staff have personal development 
plans, with planned and kept meeting times to discuss on a regular basis. These should have 
clear expectations noted that focus on short-, mid- and longer-term goals -  Including 
delegated new tasks which will continue to expand knowledge and experience and focus on 
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strength and opportunities rather than weakness and problems (Barber,2018). With this in 
mind , and Tai Tarian’s highlighted use (or lack of) , of the current performance system, 
there may be a need for a re-launch of using this as well as the 5:3:5 training as a whole 

package going forward (if the support of all the Senior management team can be gained). 

Lack of promoting a change from the top down within Tai Tarian most defiantly has an 
impact on uptake of change implementation. For example, Feedback from the Senior 
Management team has been differential in relation to the Performance Management 
system that was implemented around the time of the 5:3:5 initial training. Certain 
managers have continued to use certain aspects, others have told their teams to stop using 

it as it does not add value and considered a waste of resource and time.  

With encouragement some line managers have started using the system effectively but 
unfortunately there has been a particular rise in line managers using the tools to manage 
poor performance, therefore it is seen as a negative tool and used as a destructive 
mechanism which, Taylor and Wilkinson (2016) highlight as a criticism of a PM system if not 
used appropriately.  

What we do not want it a repeat of this scenario, working with the senior management 
team to truly highlight the importance of the coaching culture going forward ultimately will 
remain the key to its success’s and ensure that the coaching sessions are not used as a 
punitive tool , like the performance management system has become.  

The training package has been developed in house, so the main cost is time and effort from 
staff to deliver and take on board the learning, so could be said that it does not have much 
financial cost to implement. Although, if this is delivered to all managers and the offer of 
the external coach providing the two, one-to-one sessions with manager made mandatory, 
financial viability will need to be considered. Another stance that could be taken is that 
senior managers and/or manager that specifically request the use of the 2 sessions could 
then become ambassadors of this change, creating a  “mentor pool” (Barber,2018) and go 
on to then train the other managers when they feel they are able. This can broaden the skill 
sets of both parties, especially if they are paired from different parts/departments of the 
organisation, as they have different views of how things work or may not work well from 
that departments perspectivists. This could increase collaboration across departments 
which may have been in a silo from each other previously (CIPD,2020). 
Although, the success of Coaching and mentoring will be dependent on both the coach or 
mentor and their expertise in the skills of questioning, listening, clarifying, and reframing 
(CIPD,2020). 
 
I have personally had some feedback from my line manager that I sometimes do too much 
for my managers, which they become reliant on , in turn they then do not see the point in 
learning and I in turn end up overloaded with work. This is something I am trying hard to 
minimise , but I have felt that sometimes If have not initially completed a task myself, how 
can I then expect to advise and coach my line managers on doing so. I feel as I have grown 
more confident in dealing with different scenarios, I have been able to take this step back 
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approach. Personally, I have been lucky enough to work under an HR Business Partner that 
has automatically taken on the role of mentor and support me in my own learning and 
during my study of the CIPD Level 5 (EV21 Provides a statement from my line manager of 
my use of coaching, EV22 & EV23 are example of coaching emails sent to managers on 
different topics). 

Going forward, with more knowledge of the detail of how important coaching and 
mentoring skills are I would like to enlist in specific training to develop these skills further. 
Also, with the pending implementation of the additional manager training and relaunch of 
the previous manager 5:3:5 training, I have asked to be a key part in delivering this training 
and all further developments to its contents. After discussions with my line manager, I also 
mentioned not being aware of the external coaching services that Tai Tarian can provide, 
my line manager also noted that they were also unaware, on this note we decided that 
going froward it would be appropriate to focus on building and developing the HR teams 
relationship with the Learning and development team to build bridges between 
departments and encourage knowledge sharing so that all are aware in future of support 
we can offer our managers. 
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Evidence  

EV1 

rom: Sarah Cosker <Sarah.Cosker@taitarian.co.uk> 
Sent: 04 March 2021 16:31 
To: Email_training <training@taitarian.co.uk> 
Subject: looking for some information .... 
  
Hi all … 
  
Just after some information in relation to below (its for my uni course) … so I saw below on the L&D system -  skill 
box . does this mean that we have a system where I could ask for a mentor / coach from someone in the 
organisation and you could set that up ? or is it something you are looking to do ? – I was not aware we had anything 
like this available in the organisation ? 
 

 

  
  
Many thanks, 
Sarah 

  
Sarah Cosker 

HR Advisor 
Tai Tarian Ltd. 
Tŷ Gwyn, 
Brunel Way, 
Neath, 
Neath Port Talbot, 
SA11 2FP 
 
Tel: 01639 506650 
General Enquiries: 0300 777 0000 

Website - www.taitarian.co.uk 
  

 

  

 
This email and any files transmitted with it are confidential and intended solely for the use of the individual or entity 
to which they are addressed. Any views expressed in this message are those of the individual sender and may not 

mailto:Sarah.Cosker@taitarian.co.uk
mailto:training@taitarian.co.uk
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.taitarian.co.uk%2F&data=04%7C01%7C%7C0fadf1efdec047d7367608d8dfc06328%7C4e0f11f9046e45059cb8db2152311e21%7C0%7C0%7C637505364678802448%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=c%2BCGCzyWlk1kuRp3nheOqKJNY8DBYa1pmMdJGJZT1xQ%3D&reserved=0
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.taitarian.co.uk%2Ffacebook%2F&data=04%7C01%7C%7C0fadf1efdec047d7367608d8dfc06328%7C4e0f11f9046e45059cb8db2152311e21%7C0%7C0%7C637505364678812411%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=tkCaNU3hr%2FiK8v2uU1MoGpRK1cqcsjCDRJgGXYfjIU4%3D&reserved=0
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.taitarian.co.uk%2Ftwitter%2F&data=04%7C01%7C%7C0fadf1efdec047d7367608d8dfc06328%7C4e0f11f9046e45059cb8db2152311e21%7C0%7C0%7C637505364678812411%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=niK20qRBTIP5HCpSHAtOsJO0SnjPEtmtifrY0nemp0s%3D&reserved=0
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.taitarian.co.uk%2Flinkedin%2F&data=04%7C01%7C%7C0fadf1efdec047d7367608d8dfc06328%7C4e0f11f9046e45059cb8db2152311e21%7C0%7C0%7C637505364678812411%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=K6abtBmgrrYV1OdezGQQY9EZNY2J%2FJJGd2wEwpBCT1U%3D&reserved=0
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necessarily reflect the views of Tai Tarian. If you have received this email in error, please notify the sender 
immediately. Please note also that there is no guarantee that this email or any attachment is virus free or has not 
been intercepted or amended. 

Tai Tarian Limited is registered in England & Wales and is authorised and regulated by the Financial 
Services Authority as Community Benefits Society with charitable rules Registration No 31041R, and is 
registered with the Welsh Government as a Registered Social Landlord Registration No L154. The 
Registered Office is Tŷ Gwyn, Brunel Way, Baglan Energy Park, Neath, Neath Port Talbot, SA11 2FP. 

From: Email_training <training@taitarian.co.uk> 
Sent: 05 March 2021 08:21 
To: Kelly Mordecai <Kelly.Mordecai@taitarian.co.uk>; Kayleigh Wilcox <Kayleigh.Wilcox@taitarian.co.uk> 
Subject: FW: looking for some information .... 
  
Please see question from Sarah 
 
From: Kelly Mordecai <Kelly.Mordecai@taitarian.co.uk> 
Sent: 05 March 2021 08:27 
To: Sarah Cosker <Sarah.Cosker@taitarian.co.uk> 
Cc: Email_training <training@taitarian.co.uk>; Kayleigh Wilcox <Kayleigh.Wilcox@taitarian.co.uk> 
Subject: RE: looking for some information .... 
  

Hi Sarah 

  
This is a Coaching and Mentoring Seminar, which is training that we offer our 
leaders as part of their personal development and the 5:3:5 Leadership 
Framework  (it has been on hold the past 2 years, but we will be relaunching this) 

  
Best we chat through this - do you want to pop in a catch up and I will go through 
what we have offered in the past and what our plans are. 

  
Thanks 

  
K 

 

 

 

 

 

 

 

 

 

mailto:training@taitarian.co.uk
mailto:Kelly.Mordecai@taitarian.co.uk
mailto:Kayleigh.Wilcox@taitarian.co.uk
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EV2 

I asked 3 managers from different departments within the organisation some specific questions: 

Summary of conversation with manager 1:  

Manager 1 is a team leader of 8 staff, within the trades department at Tai Tarian since Feb 2020, previously 

employed as an Electrician with Tai Tarian since Aug 2018. Prior to this they had some experience as a 

supervisor and acting up manager position in a previous role.  

Have you ever had any specific training on Coaching and mentoring within Tai Tarian? 

No – I have only been a manager in Tai Tarian for around 12 months and had no manager specific training 

since , not sure if this is because of going straight into lockdown and working from home as soon as I got 

the job. 

Is there any coaching and mentoring training available now within Tai Tarian ? 

Not that I know of. 

Would you like training on Coaching and mentoring you team ? 

Yes, defiantly. 

Do you think coaching and mentoring is used in the organisation? 

I’m not sure about other departments but I have learnt how Tai Tarian do things from my manager all  this 

time and from asking HR for help and guidance – without this I wouldn’t know where to start with 

management things such as the process for absence management in Tai Tarian. 

Do you use coaching and mentoring with your team ? 

I try to – but I have no formal training in either … but I have an apprentice who I believe I mentor by making 

sure he knows the technical skills for the role that I have learnt.  

Do you think coaching and mentoring is important for you team ? 

Yes, I think experience and knowledge sharing can help all members of the team. 
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EV3 

Summary of conversation with manager 2:  

Manager 2 is a team leader of 15 staff, within the Housing department at Tai Tarian since Aug 2016. Prior 

to this they worked in a manager position at a different housing association. 

Have you ever had any specific training on Coaching and mentoring within Tai Tarian?  

There was the mention of some coaching sessions after the leadership 5:3:5 training we received but I never 

went on it, it was not mandatory, and I just didn’t have the time with my workload.  

Is there any coaching and mentoring training available now within Tai Tarian ? 

I don’t think so. 

Would you like more training on Coaching and mentoring ? 

I think all training helps so yes – but the time would need to be implemented in with my daily workload 

otherwise I would not have the time to attend. 

Do you think coaching and mentioning is used in the organisation? 

I use it daily in my team, (not sure about elsewhere in the organisation). I am trying my best to both mentor 

and coach where I can ( I went on a course in my previous employment, so I am aware of the benefits). But 

to be honest,  I really struggle with coaching as its quicker to tell someone what to do rather than take 

more time encouraging them to think for themselves. At the moment, especially with the effects of covid , 

as a department were just so busy.  

Do you use coaching and mentoring with your team ? 

Yes – as I just said. 

Do you think coaching and mentoring is important for you team ? 

Defiantly ,but you need the time to do it. 
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EV4 

Summary of conversation with manager 3:  

Manager 3 is Senior operations manager with 20 direct reports, within the trades department at Tai Tarian. 

In this role since Nov 2017, previously employed as a team leader  with Tai Tarian since March 2011. Prior 

to this they had 10 years’ experience as a supervisor in a previous role with a different organisation.  

Have you ever had any specific training on Coaching and mentoring within Tai Tarian? 

Yes – I had 2 coaching sessions from an external provider about 2 -3 years ago , it was really good , 

although I do feel it could have been followed up, and therefore more valued added to all managers as w 

whole. 

Is there any coaching and mentoring training available now within Tai Tarian ? 

I think that the Head of Organisational development does some leadership specific coaching, nothing else is 

available though. 

Would you like more training on Coaching and mentoring ? 

I would , I am also keen for my direct reports to have specific training on these skills to support their teams. 

Do you think coaching and mentioning is used in the organisation? 

I use it with my direct reports and try to encourage them to use it with their teams, I’m not sure about other 

departments. 

Do you use coaching and mentoring with your team ? 

Yes, as much as I can as mentioned. 

Do you think coaching and mentoring is important for you team ? 

Yes.  
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EV10 – EV16 

 

 

 

 

8%

38%
41%

9%

4%

EV10
How would you rate the MADD 

goals process?

Excellent

Good

Fair

Poor

Very Poor

25%

38%

17%

16%
4%

EV11
How often do you have 1-2-1's 

with your Manager?

Weekly

Monthly

Every 3-6 months

Every 6 - 12 months

Never

16%

38%
28%

18%

EV12
Do you feel comfortable being 

open and honest with your 
Manager?

Always

Sometimes

Not Sure

Never

40%

34%

18%

8%

EV13
Do you receive constructive 

feedback from your Manager?

Always

Sometimes

Not Sure

Never

18%

35%
36%

7%4%

EV14
How would you describe your 

relationship with your Manager?

Excellent

Good

Fair

Poor

Very Poor
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24

17

7

2

EV15 - If you are a manager.. 
Do you feel you have the appropriate tools/training to 

support your team ?

Always

Sometimes

Not Sure

Never

33

17

EV16 - If you are a manager..
Would you like more manager training to 

support your team ? 

Yes No
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EV17 

Written comments/ feedback from Survey  

50 managers participated in the survey, 13 left comments in the free text box  

 

If you did not answer “Always” to questions 19 & 20 please provide detail below  - 
 Comments: 
 

I struggle to support my team via video call, do you have any guidance you can 
distribute to managers 

I have only been a manager for 6 months and have not received any manager training 
.. do we have any ?? 

I had manager training about 3 – 4 years ago but nothing since 

I do not want to do formal training like the ILM what else have we got ? 

I give a lot of support to a new manager .. they have not had any specific 
management training from Tai Tarian  

Things are different with my team working from home do you have any tips on 
encouraging my team with this new way of working ? 

Do you have training for managers ?  

The training I have had from Tai Tarian has been good in the past, but we haven’t had 
any for a while  

Please provide more manager training – especially with he way we are doing things 
now !! 

Can you provide specific training on dealing with investigations ? 

How can I deal with serious matters via video calls ?  

We can we go back to the office I find it easier to talk to my team face to face  

Do you have any advice for supporting my teams while we are working from home  
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EV20 

       RECRUITMENT PLANNING MEETING WITH MANAGER  

Role title:  

Manager name:  

HR Representative:  

QUESTION ANSWER 
Why has this vacancy become available? If replacement, who for?  

Is the job title appropriate for external candidates (i.e. will external candidates 
know what the job is)? 

 

Is this role permanent, fixed term* (if so, how long) or temp (temp is less than 
six weeks)? 

 

If the role is fixed term, advise Manager that the following will be included in the advert:  
 
*Please note that should the post be made permanent in the future, any existing post holder who has passed their 
Action Plan for Success will be offered the permanent role. No selection process will take place. 

Is the role part time, job share or full time? 
If part time or job share, how many hours/days worked per week? 

 

Location/Base – where will the majority of time be spent working? 
Please note that we can add both Ty Gwyn and homeworking to the advert as 
location should this be required 

 

What cost centre should the role go against? 
 

 

Does this role manage people? If so, which roles?  

Does this role have budget on P2P?  

Who will be the Hiring Manager? 
Who will be the Line Manager? (should be one and the same as Hiring 
Manager)?  
 Who will involved in shortlisting? *Check if they have access right to the ATS 
or not. 
Who will be involved in first interviews? 
Who will be involved in Assessment/second interview? 
 

 

Has the relevant Director given their approval to recruit? Is approval on email 
or business case? (need a copy): New hires only. (For backfills, ensure Deputy 
Director or HOS is cc’d in on initial emails). 

 

Is there an up to date role profile? (cant proceed without one)  

What is the grade of the position? Has the role been through an IPE 
process?The starting salary for the role should always be the 2nd scp point from the bottom of 
the relevant grade, ensure the Manager is aware of this. 

 

Following successful completion of an Action Plan for Success, the salary for the role will increase to the penultimate scp in the relevant 
grade, ensure the Manager is aware of this. 
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Is a DBS check required for this role (seek guidance from HR if unsure, IHM, UC 
and FIT currently DBS’d)? 

 

Is Health Surveillance required for this role? (i.e. HAVS, Audio, Skin and lung)  

Is this role a White Fleet driver* (see guidance below)? 
 
This needs to be added to the role profile, advert and a pre employment 
driving assessment must be undertaken. 

 

Is this role a Grey Fleet driver? 
 
This needs to be added to the role profile, advert and business use insurance 
will be required before the person is allowed to drive. 

 

What are the start and finish times for this role (this should be reflected in the 
role profile and should be consistent with other positon across the 
organisation?) 

 
 

Does the role fall under the flexi scheme?  

Method of application will be CV and possibly covering letter.  

Closing date :  

Should be advertised externally as well as internally?  

Where should this role be advertised externally (i.e. websites, publications, 
notice boards etc.)? 
AND/OR 
Where would candidates from this industry, profession or with these types of 
skills/background look for this type of role? 

  

Discuss potential involvement of recruitment agencies (justification is required, this will be subject to HR 
approval and only for Senior or “hard to fill” roles) 

What date will shortlisting take place?  (see timeline) 
 

 

List 4-5 key shortlisting criteria for shortlisting stage 
 
 

 

What dates can be agreed for first interview? (see timeline) 
 

 

 
List 4-5 key competencies for first interview stage 
 

 

What date can be agreed for second interview (Assessment Centre)? (see 
timeline) 
 

 

List 4-5 key competencies for second interview (Assessment Centre) stage 
 
 

 

What initial ideas for the second stage Assessment Centre of the recruitment 
process does the Manager have (link back to role profile)? i.e.  
Competency based interview (mandatory) 
Group event 
Psychometric assessment?  
 

 

 



58 
 

EV21 

From: Amanda Jenkins 
Sent: 04 March 2021 16:45 
To: sarah.cosker@taitarian.co.uk 
Subject: Statement for Sarah Cosker  

  
Hi,  
 
Sarah has asked if I could provide her with a statement in relation to her coaching and mentioning skills for her 
assignments within the CIPD course she is studying. 
  
Sarah continues to grow and develop and her knowledge since starting her CIPD has had a profound impact on her 
confidence and ability to undertake the full duties for her role. Initially contributing to operational HR such as 
absence management and ER cases in an advisory capacity Sarah sometime lacked the confidence in her own ability, 
something that over this last year has improved considerably. Sarah is now stepping out of her comfort zone in 
advising managers and working on her coaching skills to get our teams to think more pro-actively and in line with our 
corporate strategy and core values. Sarah would have the ability to mentor a more junior colleague if needed but 
currently her role does not require this. I have continued to mentor Sarah since I started in the organisation nearly 2 
years ago, therefore she has first-hand knowledge of this and is therefore more than capable, if needed to do so, and 
advise managers on doing so. 
  
Her natural inquisitive nature is her greatest strength because she challenges people and situations to ensure we 
deliver best practice and employee support that is second to none. I hope that as she continues to develop and 
grow, she can bring these learnings into other areas of the business because her creativity and imagination is 
something, we could tap into for developing some of our employee initiatives. 
  
I hope this helps and if there is anything more you need from me please do not hesitate to ask. 
  
Kind Regards 
Amanda 
  

Amanda Jenkins 

HR Business Partner 
Tai Tarian Ltd. 
Tŷ Gwyn, 
Brunel Way, 
Neath, 
Neath Port Talbot 
SA11 2FP 

  
General Enquiries: 0300 777 0000 

Website: www.taitarian.co.uk 

 

 

 

 

 

 

mailto:sarah.cosker@taitarian.co.uk
https://eur01.safelinks.protection.outlook.com/?url=http%3A%2F%2Fwww.taitarian.co.uk%2F&data=04%7C01%7C%7C47221d19a02b4708bc7c08d8df2d36be%7C4e0f11f9046e45059cb8db2152311e21%7C0%7C0%7C637504732581126261%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=CCExIHwm2BccqqHfkolILH4uLNm02sttcjsCHDKgi3s%3D&reserved=0
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