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Personal statement for learning outcomes 1 & 2

Since starting with Tai Tarian in December 2017, | 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 | 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 | 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, | 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



may need help with. | 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, | 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, | 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, | 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) | 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:

e Learning and Development Procedure (EV8)

e Leadership 5:3:5 (EV5)

When | looked at each, | 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
guestions around line managers building relationships and highlights the “conversation



style as that if a Coach, highlighting that the conversation in this instance should be 30% of
the manager, 70% of the team member.

| 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.



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 | 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 | 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 | have recognised that Tai Tarian can
have a “we have always done it this way” view when change is introduced (Kotter,2016).



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 | 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. |
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
9



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).

| have personally had some feedback from my line manager that | sometimes do too much
for my managers, which they become reliant on, in turn they then do not see the point in
learning and | in turn end up overloaded with work. This is something | am trying hard to
minimise , but | have felt that sometimes If have not initially completed a task myself, how
can | then expect to advise and coach my line managers on doing so. | feel as | have grown
more confident in dealing with different scenarios, | have been able to take this step back

10



approach. Personally, | 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 | 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, | have asked to be a key part in delivering this training
and all further developments to its contents. After discussions with my line manager, | 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.

11
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Evidence

Evi

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 | saw below on the L&D system - skill
box . does this mean that we have a system where | 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 ? — | was not aware we had anything
like this available in the organisation ?

Enrolment options

¢ Coaching & Mentoring - Seminar

This course provides you with an introduction to coaching and mentoring.

Following an introductory seminar, this will be provided with 2 coaching and mentoring sessions with your chosen coach.

You can not enrol yourself in this course.

M Reset user tour on this page

Many thanks,
Sarah

Sarah Cosker

HR Advisor

Tai Tarian Ltd.

Ty 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
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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 T§ 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 | will go through
what we have offered in the past and what our plans are.

Thanks
K
]
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EV2
| 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 — | 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 | got
the job.

Is there any coaching and mentoring training available now within Tai Tarian ?
Not that | 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 | have learnt how Tai Tarian do things from my manager all this
time and from asking HR for help and guidance — without this | 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 ?

| try to — but | have no formal training in either ... but | have an apprentice who | believe | mentor by making
sure he knows the technical skills for the role that | have learnt.

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

Yes, | 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 | never
went on it, it was not mandatory, and | 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 | would not have the time to attend.

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

l use it daily in my team, (not sure about elsewhere in the organisation). | am trying my best to both mentor
and coach where | can ( | went on a course in my previous employment, so | am aware of the benefits). But
to be honest, | 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 | 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 ?

| 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?

| 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 | can as mentioned.

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

Yes.
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~ Leadership  Tanan

535

The Essential Guide forTaiTarian Leaders

This s cur nw tookd for kading our ongan ation into the fulure.

* K5 the key way we Bim b0 achieve our poal of empowening our paople 1o
ki i diffieanc

* People who manage oihers need to ensure That they ane ghen good
ackrinip, 5o wi B 10 maks lading o practical and cier way of dang
Tinge, ot & theary thar's ciflcul t understand,

What is
Leadership

535

* Wi b thirs e fivé racticsl Hings that managers néed 1 *0o*
10 b kaciers.

* e s e Thal Mandgen operste in thiss dfierent stustions, 0 they
nead 0 understand the Tvee fypes ol skdl.

* iy we s s IMPOFLANE sl 10 EFOPNONs In Gur GREsniEslon,

* From now, this is what leadens nesd to focus on and be good at. All our
e developme wil ba diary ik 1o he “5:3:5° concepl,

Wzt o Lisa dership 535 e Rt of laacerstip 51 T Tavn,

This is: 5D0'S 5VALUES
Leadership

Motivating Purpoge Commitrment
. . Progress and Results Honesty
Collaboration Professionalism

Personal

Tal 1 What a leader must Spheras where a .
Ta rlan pay attention to leader operates promates




The Five
“Do” Steps
Of New

Leadership

Progress and Results

Collaboration

Connection

Empowerment

+ '¥ou st & chear purpose and diecion for your team,
+ Yoo lirks Shis with the sims of the organisation.
+ Yo iPpine pesple bo ergge with this purpose and work towerds it wilingly.

+ Yo iy atbenbicn {o progress and drive for resuls,
+ ou create e ks and & produtve atrmesphers for you b,
+ Yo gt e b 1o s £n culcornes and you gt involved {0 accelerale progress,

» 'You eresune sirory calaboration amangst e immecdiste tsam and buid thoss sklls.
+ o crete clear ks betwsen your tsam and athers to drive eficiency across the crganisation.
« Yo iclerify the right exterral pariners to coliaberate with and estabish rabust agreemerts.

+ Yea st i b i with your teaen mermibers chicualy.
+ Yoa puty afberibion | al cobsgues and demonsinte megect,
 ea babee i o e sisske, Eisler 10 others and galber & wite rangs of perspecives.

» eau bl & b f precpake whe can da mere,
+ Yoa redesign roles that give your learn more interesting werk ard freedorm 1o eperale.
+ o spend mane of your frme on coaching, cannecting and cormmuricating.

[ Summary: Old |eadership i3 where mar

TheThree
Skill Areas
Of New
Leadership

Public

Collaboration

Connection

 Being sk i1 he wider erganisation and being authentc.
+ Being 4 posilive presance, gatting the “ione’.

part of the role. Leaders need to ensure that thay become self awars,

Summary: i can help if a leader i3 a confident pulblic presanca, but it & a emall
to appreciate their strengths and bulld on them.

They need to practics being capable &t private kedership. Thay need 1o leam
about the slements of leadership that they don't enjoy, and dewelop ways of
coliaborating to overcome that cbetack.
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Whiat is the Tai Tarian Behaviour Framework?
Al Tal Taran, we recogrise thal aur mos! imporiant assed is you, our employse.

Al our annual siafl conference in 2012, the orgaresation’s “values' were Sef by
employess. Those who atlended told us thal ibe values summarised how they wanbed
o be s=en by athers.

In shorl, this bebaviouwr framework delails how you can pud the organisalion's values
inio practice and make the diffsrencel

This framework indudes those behaviours which all members of staff, regardles= of
fheir role and grade in $he organisation, are expecied o demonsirale in Ser
everpday work., These ae refemed o as ‘expecied’ behaviours.

The framework also includes thoss behaviours required by employ=es looking o
develap and thoes who are in supervisory pasilions. Thess are refermed 1o as
eadership’ belavious.

What do we mean by behaviour?

Betaviours demonsirate the alfitudes and approach we lake o work and ibey are:

How we do things;

How we lreal others;

Whal we say and how we say il;
How we exped] (o be ireated.

Making a Difference

e T T )
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Commitment
Warking with enthusiasm and dedication 1o defer high qualify senices.

Expected
O raquired bahavisurs

+ | a2 fhings though o completion;

o | have & positive appecach 1o my work,

o | use all of rrry shils and knowledge to achiese iy
olbjectves;

o | desives on time and &8 profised,

o | am fleaible and work with minimal Supervision afer
redivant traininy;

o | behive i irse with the values of Ta Tarian,

+ | ok for betber ways o do things and share my ideas.

Leadership
Thess bahaisurs s requied by ermployess looking
Iy vt and e in supsndsary paslions

o | work to build engagemant and improve my san's
b,

o |l %4 role mode for lovalty, dedicaion and refiabiity;

o | ann comenestialy aware and ensure value for money,

o | share vision, meaning and direction;

o | inifiate and lead ofhers through change;

v | encourage cihers 1o do ihe besi they can;

o | sk decigons based on evidence and nol assumplions.

When Commitment is not demonstrated

o You dre disiterested nd have & negative approach o werk,

+ You are disorganised and miss deadines,
+ You are frequenty late or absent from werk,
+ You orly do the bare minimum;

o You are disrespaciul lo customers and coleagues and react defensively to construciive crilicsm,

+ You are urwiling ko consider change;

« You don'| have pride in your work and never s&# things theough 1o compietian.

Making a Difference

Tramosh ey
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o [ el the fruth {whils! respecing confidentiality);

& | am caredul nal to raise expectalions and am raakitic
ahoul whial can and can'l be achisved;

o \When | make & mistake | say sorry and don' iry i hide i,

o | don'l shuse my pasibion of the company’s resourcss for
perscral i

+ | address inaparapriabe behaviowr and da something about
i

o | always & wilthin our policies, rules and ragulations.

Honesty

Basing truthful, clear and (ransparent.
Expected Leadership
Qur required befiaviouws Thess hahaviours are requined by amplapass looking
to dheveiop and those in supervisary pasitions

s | Fave dificull conversations and deal with Situaiions in an
open and hones! way,

o | raise concerns and work b find acoeptable solutiors;

o | make dfficull decitions and openly acknowladge efmors;

+ | recognise my sirengihs and weaknesses and abways Iry
10 improve;

o | enabile a Hameless cullure, empowering and suppading
miy deam.

* You use situations for your own persanal gain;

# You can be refied on:

& You difberabaly sel oul b dedraud,

& You pretend b be busy s you dan't ged asked o do Bings,
+ You make promises thal you know can'] be defivered.

When Honesty is not demonstrated

Making a Difference

Tramugik H]m'"l' ||_"__'- |m
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Professionalism

Making a positive impression through skills, behaviours and appearance.

Expected Leadership
Our réquired bafaiours Thesa bahavisurs ans raquired by amployess loaking
it deévaiop and thase in Supsnisary posiions
o |am punchual, friendy and have a posiive aparoach o
wrk, s | promole conSnuous improvement in e warkplace,
o | ke pride in my work and that of my beam, o | lead by example, influencing positive behaviour in

o | freal everyone | mesl with respect

o | always behave elhically,
+ | adkil and leam from mistakes

| am kean o bearn and shane wilh albars,

& | da iy job well

aryane,;

| ek cpartunities for feedback on my perfarmance

L]
o | vty hook for crealive sakulions bo problers,
o | use my experiise o develap and coach my colleagues.

| enisure that my beam and | remain focused on objectives,

When Professionalism is not demonstrated

+ 'You confinually miss deadlines,
& You dress or behave imapprapriately,

+ 'You display a negafve atfitude lowards colleagues and cusiomers,
* You blame others when things g wiang.

Making a Drffaruncn
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Respect
Trealing others a8 you expect i be rested yoursst

Expected
Cur raquired bahawaurs

s | sy thank you and acknowledge when a good job i done:

o | sy sorry if | have ket someane dawn;

+ When somaone Spiaks 1o me in carfidence, | keep it i
rysed,

Leadership
Thess bshaviours are requined by empliyeas losking
bt civedop and hesss in supervisary pasilisns

| ipeawe olhers I ke decisions:

| give others autaamy Lo make mistakes and lesn frorn
s,

, , , o | vl the inpul of olhers;

» | el peapies’ praperties and possessions 5 |woull /1y | | | o e bl for s inclus leadership she:

T, .

' o | adapl iy dpproach o I erigure good worki

o lireat everybody equally mmﬂ;ﬂ?n peapie good werking
s | wark within the policies, procadures and rules of the o | enccarage and vale dersily

compary.

When Respect is not demonstrated

+ You tak inaparopristely aboul and lo customers and coleagues;

+ Yeu approath work wilh & negave atilude;
+ Yo disregard peaple’s prapery of possessions.

o You ke e o no &for 1o understand Fings fam athers’ poirts of view.

Maklng a Dh‘l‘eranm
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Expected
Our raguirad babaviours

s | listen bo alhers’ apinions and ideas and congider fese in
iy waark;

s | act sensilively fo fie feelings and needs of others;
& | fake respansibiily and defver an my robe within (he b=am;

+ | share malevanl infeemation with albers whens nesded;
s | support colleagues when hey an undsr pressune;
& | am flexible in my allilude and approach (o my work.

s You don't listen bo others,

* You are insensifive o fhe leeings of others,

* You sil back and lef others do all the work;

& fou keep Fings (o yoursall and work io your own agenda;
& ou don'l recognise whan athers nesd help.

Teamwork
Wirking fogether by sharing information and suppariing sach other I achieve our gaals.

Leadership
Thess bahaviours ars required by smploysas booking
It deveiop and thase in supsrvisary posibians

o | congulf with oihers autside of my beam wha may be
affected by my decisions,

o | wedcome challenge and wse if i improve services for
cushamears;

+ | encourage and suppar alfhers o leam and develap 1o
corinually improwe in thir ik

o | mofvile oibers by inspiring enthusiasm and wilingress
I gt b

| |Ead h: EHFI'IHI:.

When Teamwork is nof demonstrated
& You don'l allow olfers b el involved of wice their opinions,

Making a Difference

Teamwirk Haniy

o
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Introduction

The purpose of this Policy is to ensure that Tai Tarian provides a working enwvironment that
fosters a culture of continuous leaming in which both formal and informal learing expenenoes
are recognised and the organisation's perfformance is clearly linked with its people’s individual
performance.

Principles

The aim of the Policy is to provide a framework 1o create a ‘Learning Organisation’ in which
people can respond to and meet the changing demands and priorities of the Crganisation and
its service usaers. This will be achieved through proactively providing opportunities for formal
and informal learning and by supporting people to reflect upon and learn from their day to day
experances.

Links with other Documeants/Procassas
The following procedures will be governed under the framework of this Policy:
= Learning and Development Procedune

= Support for Qualification Based Study Procedurs
The following procedures and standard guidelines will be linked to this Policy frameswork:
= Induction
= Making a Difference Dialogue
= Leadership 5:3:5
Links with other Services

= Health and Safety

Welsh Language Implications
This Policy complies with Tai Tarian's Welsh Language Scheme.
Equality Implications

Tai Tarian is committed to the eguality of opportunity in employment and discriminatory
behaviour will not be tolerated at the workplace. Tai Tanan is committed to giving an equal
service to all. Any aclion taken under this Policy will comply with current equalities |eqislation.

Tai Taian staff will operate within the Equality and Diversity Policy and will seek to address any
specific needs in respect of protected characteristics. Tal Taran will in all reascnable
circumstances make information available in a variety of information formats, including: large
print; audio tape; and community languages.

Policy Monitoring
This Policy will be monitored on a regular basis to ensure it remains fit for purpose and reflects
the: practices of Tai Tarian and any changes in legislation.

Accesibility

A copy of this Policy will be made readily available by Intranet or from the Organisation
Development department on request.
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Procedure Titla

Refarance
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LD-001

3

Responsible Department:

Responsible Persons:

Learning & Development, Organisation Development

Head of Organisation Development

lzsue Reviewesd Date:

May 20189

Raview Date:

May 2020
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Section One = Principles

What is it for?
To provide an averview of the Tai Tarian approach lo Leaming & Development so thal managens
and employess fully understand thesr responsibilite=s in refabion 1o ther own l=aming and
development and that af their team members.

Who is it for?

Al employees, agency staff, consultants, work placemenis, volunieers, tenanis and board
membears who work on b=hall of or represent Tai Taran.

Key Responsibilities

Thesa are the headline responsibiites of all stakeholders. A fuller descriplion is provided in the
RACH matrix in Appendix 1.

Line Managers Line managers are accountable for planring $he lraining for their ieam
members, proactively indegrating new and ransfersd employees into
their i=am and supporiling the development of eslablished t=am

members.

This imvalves regulady reviewing the training matices o ensure each
t=am member s compliant, =nsunng t=am members atlend raEning
as planned, and collaborating actively with the Leaming &
Devedopmenl team al an early stage lo plan depariment training

activity.
Learning & This t=am is accountable Tor ensuring that the specified rairng s
Development available, planned, programmed and sutable for sach emplayee.
Team. Also accountable for collabarating with ine managers and all

stakeholders o implement organisaton-wide mitiatres.

To ersure sffective and efficent record keeping and reporting.
Participating Are accouniable for completing the assigned training, atiending
Employeas evenis as planned, completing atlendance sheets and prawding other
evidence of allendance 1o ensure records are acourate. Employess
ae expected, when requesied, to verily e accuracy of their training

record.
Subjoct Matter #re accountable for ersuning the specified mandatory training in thesr
Experts / specialism s continuous!y reviewed for relevance.
Health & Safety T review subject course contenl and delivery method for role types.
Manager To collabarate with the LED team to ermune thal compliance levels

are maintaned.




What are the guidelines?
Mandatory & Role Specific Training

Each role within the organmsalion will have mandatory raimng =lements whech employees
mus! complete in the first firee months of ther “Action Plan” probation peniod.
Mandalory raning applies to all employess, agency stalf, consultants, work placements,
wolunfeers, lenants and board members;

Each element of mandalory traning will have a nominaled subject matier expert in the
onganisation who wil take responsibility for the ongoing acouracy of ther content and for
colaborating with Leaming & Development io srsure compliances training s delivered on
schedule. A list of subject matter experis will be found on the Leaming & Development
section of the inbranet.

The majority of the mandatary training is available 24/T through our e-leaming portal;
Additional role specific raining will be relevant for parlicular roles, this will be agreed and
determmined by the ine manager;

The Managers Role in Training

Communicate Mandalory and role spedalfic fraining requirements (o the employee during
“Action Plan for Sucoess”™ / one (o one meslings or MADD reviews and agree a time plan ta
complete the training (nol excesding three manths for mandalory raining)

Evaluate il different mandatory training is needed for a t=am member who has imrsferred
nio the tl2am. For examphe the new rode may requine §ial a subjecl needs o b= covered in
mare depth through a face 1o face raning programme ayven whene the employes may have
compleied a mandatory element on edeaming. Dscuss with e Learning & Development
t=am if advice s needed.

Restrict the duties of an employes for elements whene mandatory raining s outstanding or
provide appropriate supervision fo ensure any risks are connolled until training is compleie.
Collaborate actively with the Learning & Development =am o complete and maintain

Have an ongoing dialogue with employess about their braining needs in connection with their
role and their personal development 1o ersure that any skill gaps are idenlified and that
there is a mutual understanding, both of the reasons for the raining and what is expecied o
change or improve as a resull;
A leaming need request for anything in addition to the mandalory raining should be added
iro the individual's curmenl “Making a Difference Dialogue™ form and authorised by the line
manager. This will automatically be sent o the LED inbox for action.

Complels a three month follow up evaluation of any compleied training o assess whether
the training need has been met.
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Planning & Evaluation

« Trainng requests for Tai Taran core (raining nol avalable through the e<dearning portal can
be made direclly ta the Leaming & Development leam by e-maiing aming@iailaran co uk,
telephoning the OO / LED Team or in person in the 0D Office in the ground floar of Ty Gwyn

» Planned training events can also be viewsd in the leaming & development programme
(avaiable on the infanet or by requesting a copy from your line marsager) or by apening the
Email_iraining cakendar from your Cullook calendar for employees with access 1o (T.

« Training aclivities will be lollowed by an iniial evaluation completed by the participant. The
evaluation may be an evaluation sheet al the end of a course ar a short evaluabion survey to
compkele onlinge.

34



What else do you need to know?

Tai Tarian & commitied 1o becoming & 'Learming Ongansation’ in which its paogle are
supporied to reflectively leam and adapl through ther experiences, as well as afiending the
more {raditional training courses, conferences and seminars.

Prapasals bo sporsar an emplayes (o study for qualiications must be discussed with Learming
& Development before proceeding. The relevant Direclor / Head af S=race must also
approve. The procedure for thes i covered within Support for Qualification Based Study
procedurs and employes understands any financial penalties should they leave afler initial
invesimenb'completion of ramning.

Al learning & development reguests will be considered, however, not all requests wil
necessarily be granted.

In additian to training planned between the manager and the employes, some traning and
development activity is inlialed al organisational level as part of our ongoing drive ta improve
aur skills.

The budget for learming and develapment acihty of employees, agency stall, consultants,
work placements, volunteers and lenants will be held cenirally by e Learning & Development
feam. The budget for Boand member's leaming and development will be held by the
Corporale Services beam.

Traning records are held and updaled cenlraly by the Leamning and Development team.
Managers must inform Leaming & Development of all events fial employess are planned Lo
altend io ensure fraining reconds are accurale:

Employees should provide copees of cerificates andior confirmation of afiendance so that it
Gan be added ta their record.

Line managers are provided with iraining matices for use as a iool 1o rack and marsiar their
team's mandalory lsaming and development activity. These will be hald on SharePoint and
are updated weskly.

Employees are expecied 1o altend agreed traning events unless thene ame excaptional
arcumstances which prevenl fhem attending. If the employes cannol altend their manages
should [et the Leaming & Development leam know as soon as possible along with the reasons
why.

The LAD Team wil produce manthly reports on all raimng aclivity, compliance and non-
altendance ta ensure the raning funclion can operale effectively a5 possible.
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Section Two - The Learning Cycle at Tal Tarlan

Training Neads
Analysis

Training
Deliverad
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Training Meeds Analysis
Trairing needs analysis lakes place on 3 levels:

+ Thess iraining nesds can be driven by depariment

LI /D t tal and such as new
eam/Departmenta qﬁﬂil:uﬁr;ﬂwﬂ

» Thess iraining nesds will be specific 1o the individual
and wil be drven by the goal setting process during
the Making a Differances Dialogue. Indwidual needs
can also be identified by the individual and/or their
manages to enhancs parsonal effeciveness as well
as for persanal development for career progression.

There are a number of ways in which the training nesds can be identified in all thres levels, (hese
include:

# During mestings between the Leaming & Development i=am and Sersor Management
Team/Heads ol Sarvce/Manapers

¢ Ouwring Dsoussions belwesn e manager and the =am

& During discussions between the manager and the individual

All requesis for learning and development should be submitied on the Leaming Meeds form via the
Making a Difference Dialogue.
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Planning, Design & Delivery of Learning & Development Activity

The Leaming & Development l=am use the information gathered from the traning needs analysis
process along with performancs results and succession discussions (o plan the development
aclivity throughout the year and inform the training budget requirements.

The diagram below outhnes the planning process:

The Training Meeds are
|dentified and agreed

An organisational learning &
devalopment plan is drawn up
outlining:

Jhic | e irainine || e shiould bea

CE Arainin | =AM
MCEs, Semnars =lc
and the larpel audencs
=n e ranng need showd
b meland
Eslimaled cosis

Delivery of Training

Courses are arranged and the details {inciuding
Hhe course condent, ams 4 olyactives dales
times and vanues) are communicaied direciy to
managers and smployees.

Places are booked by contacting the Leaming &
Cevelopment Team
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Al this stage, the approach o meeting the training need has o be decided. The raining activity
design can be camied oul by the manager and'or the learning and development leam. There are a

number of methods ol delivering leaming including

In house traning course

A face o face training event
Exermal (raining course

Conference External event
Samanar Exterral event

In house CPD event
Formal qualification Dy release

Distance leaming
Sell-direcied l=aming Reseach

Reading

‘Webinars

Jab Shadowing
eleaming In house e-earning

Edermal e-leaming

Coaching In house coaching

External coaching

Merloring In houss menloring

Externmal mentoring

Shadowing On the jab training
Secondments Informal learning off “Go To Experts”
Intemal fexiemal

Formal ar Informal

Team Briefings Intemal
Skype [ Virtual Meslings




Other things to take into consideration when designing the training activity include:

s Does the achievement of this training need link to the stralegic objedivesiperational
business plandndividual goals?

s |= there an existing =venl available thal meets the rainng need?

s How much will the lraining activity cost?

s fre there available funds in the budget?

s fAse additional resowces reguired (i.e. lexd books, equipment] ¥

s When does this nead 1o be completed by?

s Are there any alther arsas of the anganisalion that could be induded in delivery of this
bramning?

s fre there any olber similar organisations providing the trainng?

*  Has the manager agreed and authorised the request for training?

s Had the Leaming and Development t=am agreed and authorised the lsarming?

& Does the lmarner have any specific requirements or reguire adaptations? &.g. dysiexia

Delivery of the Training Activity
Many raining =venls are beld externally and attended off-site.

For in house training evenls, Tai Tarian has its own off-site Training Cenbre where the majorily of
in house fraining courses are held.

However, if il is decided betwesn the Learning & Development bram and the manager that it is
more comversent 1o hold the svert a1 Ty Gaym, this can be armranged depending on avaiabiity of
the raoms.

The maonty of the mandatory and compliance training s delivered infally face 1o Tace for front
line stafl and then relresher irairnng delivered through e=leaming via the l=aming management
system or Tool Bax Talks.



Evaluation of the Training Activity

To ensure we conlinue o deliver and procure effective leaming & development, training evaluation

s camied oul on thres |leyeds:

Lewved 1:

Initial needs analyses

The managesiemployee identifies training need
The managerfemployee enters the nead into the MADD
Leaming Need form, this s used as a benchmark to

measure lhe betawiourfsnosedge change after the
training activity.

Lewel 2:

Initial reaction & Action

The employee completes and inilial fsedback form
{mapendix 1) after the lraining, or an slectronic verson
(Training Check Survey) which measures the quality of
the lrainer and course content,

hManager follow up after 3
mants and beyond

The manager should revisil the learming need request
in the MADD farm with their employes o complete:-

“Did you kearn what you haped fo leam” bax.
ard
“Have you been able fo apply the leaming” box.

If answer to ssther al these quesions is “No”, they
should discuss whal aclions 1o take going forward, that

could palentially mean seeking a new leaming achivity.

Flezzs share the fe=dback with @ mamber of the LAD
feam o aclion.
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Recording & Monitoring
Recording and monitoring raning helps to ensure employees are fully competent fo camy out their
duties safely and o the highesi possible standard. Thes i in the inferest of both employeses and
the organisalon
Tai Tarian reconds training actiity in the following ways:

0L - Learning and development management information system

'We hold traireng recands for each employee on our LT. system. Ths provides an acourale,
up to dabe overvew of training relaled information including:

& Tille or subject of the training event or aclivity the employes was booked fo attend
s Whether they atiended as planned, or e reasons for non-atiendance
s Whether the trairng evenl has been completed successfully.
This information i used o populale the comporate raining matnx and any job specific
Faning reviews.
Attendance lists

For in house and some eximmal raning events, attendess are requined bo sign an
alt=ndance lisL. This acts as an additional record of their allendance on the raning evenl

On the attendance list, the lrainees sign io =ay they have undersiood the training delivered.
Certificates

For training events (hal resull in the employes gaining a cerificals, thess are scanned and
saved onlo the amployes's personal file before being handed 1o the employes. In the

cases where the cerificale goes direct 1o the employee, they will be required lo pass a cogy
anta Leaming & Development =a that il can be added 1o their files.

E-Learning LMS

QOwr Learning Managemenl System caplures and records all e<deaming activily and this data
= exiracted and induded in the monthly actiity reporis.

Training matrices

Training mainces are displayed on the intrans! 1o provide a moniloring and planning 1oal Tor
managers and {o indicale our organisational complance with mandalory traning. They
pravide managers with an overview of the traning their ieam members have reoeived.
They alsa pravide a foal for them Lo analyse and plan ther training needs, identify the gaps
and address them. Managers also use dala included in the monthly learming and
development aclivity reporis to plan their raning needs.

Budget
A budget s held centrally for all Learning & Development activity. This is monilored by the
Leaming & Development ieam io control spending and o provide insights inlo key

measures such as spend per employee and depariment, spend per categony &lc. |t s
essential that all managers cormull the l=arning team prior fo commilting to any spending.
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T0-20:10 Model of Learning & Reflective Learning Practice

10% .
formal leaming
activilies and
sfnuciured
workshops

T0%

nfarmal, an the job leaming
EXpenEnces and praclice

As described in the 70:20:10 model of learming above, the majarity of learning takes place
informally through on the job expenences.

In order to caplure and record ®is informal leaming, a Reflective Learning Journal is avalable
on the LED intranet page for use by all employees.

In addion any k=arming can be caplured on the MADD forms either on the 1:21 sechon or as part

af Persormal Development Goals, through dialogue and reflecting on new experiences and / or
challenges thal has been overcome.

By recording informal leaming, the employee will be able o reflect upon their learning experience
which in turn will support the transibion 1o mproved knowledpe, sialls and altitudes.
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EV9

Maonthly o to oras * What are you doing?

I ' Hiowr i it godng?

Situational ‘ Why?

i aro el 'j'ulll":l'-:'

i monthly MUAD D ‘

Wher arns you ';I-:ling":'

5 Do's: One to One Guidance

Do this:

SCheck in™ with each af your peoglé, minimum once a week

Hald ane o one conversalions monthly o foces an progress and resulks. Build these inlo your
Making a Difference Dialogue process.  UEe he "Cone Oweslions™ 1o drive bried, aclion losussed
comersabions.

Dwring the conversation make sure you give Teedback so you're bobh chear.

Where you fesl ibere are biockages or barriers, use the relevani questions from the themeas
given below bo stimul ate e mghl conversalion style and ged commitment 1o mowe farwand.

Make brief notes of action points: a good tool is the “notes” aps on iPad. You can alse upload a
document o the erplayees “MADD" farm i thal works for you.

e O\ (= N

' Always give feedback.

Style: Roview!Clarify -5::::,.:.
AW hal are you focused on al e « |fif's going well, say so. Give
mameEni?” i

prame.
“WWhal = going well? » |f you're disappainied, be honest.
“I= thare anything getling in your way that | »  Stay supportive, use neal
can help you with?”

ohservalions.
"ﬂmg'ujm“rthmhmﬂ = Focus on whal you both need o do

o make things happen.

NN Y,
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Situational Questions

The following ‘pick n mix” question banks can be used to help you frame your conversations

where you need 1o go desper.

/;n talking about persanal \

development...

Conversation style: BD%
Review Wik

“How did you grow during the
last six months or the last pear?”

“What have you learned or
imgprosed on™

“How are you going o l=arn and
prow, looking ahead 7

“Which strengths can you
develop in your current rolke?

(s

relationships and connect

Conwversation style: T
Caoach —

“Wha parts or aclivities of your
current mole energese you'?™

“When do you fesd your job is
impartant?”

“When you achieve your goals, how
do yau ke lo be recognised 7™

"D you feel the tao of us Balk ofien
Enaugh ™

f-/l';hm astabiishing/re-aligning \

expectations

Conversation style: ey
Clarify Taam

“Whal do you beleve you are paid o
da?”

“What do you think is expected of you in
this role®™

“What do you expect af me as your l=am
leaderimanager™

l\\‘tl}ismﬁrigfnr]m‘i" ‘/

“How does what you are doing impac on
l‘.\il'iw:h:l'rur':l- Expenence?” _/)

l,'/;.:ﬂibrll- where you need to Ii'qh'n-ﬁ\

perfarmance

Conversation style: —
Lead | Challenge —
“¥ou haven't done whal we agreed.
Why'?

"Let me explan whal | expect af you in ths
role.”

"I need you to improve your performance.”
“Fou need bo contribute more.”

“¥You're delivering greal resulls, how da we
maximize the benefit?”

".\T..ursuu best way for you I:n:rl'rﬂpn'i/

-

How to ask for feedback

# “Please give me your feedback.”
« “What can | do better nesd ime?
« “Dan't be nice, be helgful

« “Thank you for your feedback”

-

<

“If you were my manager, what advics
would you give me?”

Lissten withoul judgement (don't gel defensive) W,
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EV10-EV16

EV10
How would you rate the MADD
goals process?

H Excellent

H Good

M Fair
Poor

M Very Poor

EV11
How often do you have 1-2-1's
with your Manager?

H Weekly

B Monthly

H Every 3-6 months
Every 6 - 12 months

H Never

EV12
Do you feel comfortable being
open and honest with your
Manager?

W Always
B Sometimes
m Not Sure

Never

EV13
Do you receive constructive
feedback from your Manager?

B Always
B Sometimes
M Not Sure

Never

EV14
How would you describe your
relationship with your Manager?

M Excellent

® Good

M Fair
Poor

M Very Poor
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EV15 - If you are a manager..
Do you feel you have the appropriate tools/training to
support your team ?

m Always

M Sometimes

 Not Sure

B Never

M

EV16 - If you are a manager..
Would you like more manager training to
support your team ?
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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 ?

| 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 | 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 | deal with serious matters via video calls ?

We can we go back to the office | 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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EV18

Tai oo
Leadership Tarian

T 'L"".I.' |...I '-T.T.-..| l_..'.l

Training Programme 2021-2023

Wt wanl pian all 1o divelep it aMecling leadar, Uiddriakey Uaring dosds » -] -ﬁ.:.‘ -
8 fal redisaatily mabie yeu comgsbenl ot semethiog, thal jusl @nes e 1B _E = -
| . "
shill arsd heewdodyge of what 1o ds o
It how wou g9 0L i whiers the magic & craated.

LEADERSHIP MANAGEMENT

: EHILLE CUAY T DN
m

m Py lor mardn g e

Crmanranie & B

Persanal

g L chary Syl sl
i

Lirathiribog n hire pou build ugssn keeg bimm suciess Sl g e L OO i pOU S0ty Lo ey
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Leadership Levels

Excutinag Leadership Development [Lewel 7

oThis prograenime will be adanced level training for cur Bescutive: and Senlor Mansgement Team
|Heads of Serdce amd above)

#This lewel will be additionz] develapment and kearnicg modules un addition ta the Operaticeal
Management Tier.

Operational Managemerit [Lewed 5

# This lewsd ks for all cperational managers with line management respensibility or those ina roke
wihia has o mzkrix maragemcnt resporsibliny [Responsible for a projed/process that 5 managed
and impacts o the wider anganesticn).

Mew and Aspiring Leaders (Level 2/3)

# This lewdd in an in introduction to managemcntficadershin for new of 2oiring team leaders.
# This lewcd will crable you 1o gain irsight Inko your leadership skills.

Leadership Categories
Hizre ang the caleperses that you nisid 10 pay allentioe 1t aed b
commpalianl &b o bai an alTis i Livadie and Al e

Thaiari wll L vy s o sl e leruirodinthipes b ieach catiopry e o chistrrmrmind] By i’ widic cared Beasdhir b il
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Focus on Qur Future 2011-2020

15t August 2017

Our Corporate Plan

Cur Corporate Plan, Focus on our Future was
launched at our AGM Lzt week. The plan sets out
the sirateqic direction we will take between now and
2020.

Tau@"
Tarian

Chur vision is to continue to make a difference and
all our future wark must meet this expectation.

Chur mission is great homes, great communities
and we are commitied to ensuring that aur
customers have homes where they can thrive, in
communities they can feel proud of.

FOCUS ON
OUR FUTURE

| OUR CORPORATE PLAN 2017-20
We believe that how we work with our customers and
stakeholders is infegral to what we do. As such, our i
values underpin the work we camy out and as staff e =0
we are committed to continuing to upholding them. @ Qﬁm
Teamwark, commitment, honesty, respect and ﬁ =
professionalism run through evenything we do, i E:} ol
hedping our customers see and staff ensure that
we are an ethical, responsible and accountabile
butsness.

What are our Priorities?

\We want to continue to buikd upan the foundations set down
during the first six years. Cur plans include delivering services
which exceed cusiomer expectations and invesfing in much
needed homes.

Our plans are ambitions and we believe passionately in our
50Cial purpose.

Providing homes, building communities and delfivering
outstanding services will continue fo be our driving force.

To achieve aur vision, our

priorities over the coming
yoars will be to:

{ 1 Invest in our currert homes
and communities

(2] Develop our people

tinding out More

|0 find out more detalls about our plans behind each ot
our four priorities, you can find a copy of Focus on our
Future hera

To help summarise cur plans we have also produced an
animated video which can be found here

{-\1 Maximise our use of
@J technology to deliver what
matters to customers

~ Build mare homes and
'\& ) collaborate with other
organisations

| —

r

Regular Progress Undates will Follow

Watch this Space...

ot » bt OEH,
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Tai 4D

Tarian  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 27 scp point from the bottom of
the relevant grade, ensure the Manager is aware of this.

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
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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?
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From: | R

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

Hi,

Sarah has asked if | 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. | have continued to mentor Sarah since | 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. | 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.

| hope this helps and if there is anything more you need from me please do not hesitate to ask.

Kind Regards
Amanda

HR Business Partner
Tai Tarian Ltd.

Ty Gwyn,

Brunel Way,

Neath,

Neath Port Talbot
SA11 2FP

General Enquiries: 0300 777 0000
Website: www.taitarian.co.uk
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Frnm: Sarah Cosker <Sarah.Cosker@taitarian.couk=
Sent: 03 November 2020 12:15

R

Subject: Follow up - Action Plan for Success s=t up mesting

Lawely to have a catch up taday !

Following on from aur meeting, as discussed in rélation to setting up an Action Plan Eot Success
o I

Plagse Ensure b consider the:

=  Raole profile

*=  APFS puidancos

#  Tai Tarian valees and mission skatement
#  Tai Tartan Behaviours

= Tai Tarian Corporate plan

All found via the intranet in the “"Managers Hub",

if wou wauld ke me to look through before your Sction Plan far Seocess mesting with --'_lr
have any further questions around this please ket me Enow,

klamy thanks,
Sarah

Sirih Cosker

HR Advisor
Tai Tarian Lid.
T, Gwyn,
Brunel Way,

Meath,
Meath Port Talbot,
=411 2FF

Tel: 01835 508650
General Enguiries: 0300 777 0000
Website - wwwi taitarian.co.uk
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i:l'“I:ITI: Sarah Cosker
Sent: 23 Saptember 2000 1153

- T e

Subject: Conflict Resalution Procsdure
Iimportance: High

Cont o Besolimion
Fro cachare o o

Further @0 our talephone consversstion,

| harve attsctied the conflict resalution procedurs which included the process and foem reguired o
subimit & grievance (Form in appendx — R

Just ta confirm we decossad Bhe aptions m relation B the current sitpation Bebaeen
and

Flesase speak to _dnd confirm the options ta him:

1. ‘W can arrange a mediation sedsion betwesn -uud--lil'- dives mot

think this will be effective, 0000 will need o raise & grievance)

T --'_:.'m raige agrievance and we will then process a5 per the policy — (i -
wiould like ko do this please ack him to complete and retwurn the form asapin arder to pet
this situation resalvesd a< guickly as posibla),

If ywiou Fave any question: plagse let me Enow,
hetany thanks

Garah

Sl CackRer

HR Advisor

Tai Tanan Lid.

Ty Gwym,

Brunal Wy,
Heath,

Meath Port Talbot,
SA11 2FP
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