
For more topics, take a look at our website.

After the challenges of 2020, when 
organisations tried to manoeuvre 
through the pandemic, businesses 
are now reigniting their team 
development plans, shifting from 
survive to thrive mindset.

To kickstart this, many line managers 
are having 1 to 1 conversations with 
individual team members to discuss 
their aspirations and the requirements 
of the company for the future.

So, here are some timely tips for 
making those 1 to 1s as productive as 
possible – for both parties.

Allow time to prepare
There’s nothing worse than a 1 to 1 
being sprung on you unexpectedly. 
At least a fortnight beforehand, both 
individuals need to have copies of the 
paperwork that will be used during 
the meeting and to start giving some 
thought to key areas – strengths to 
build upon, development areas and 
opportunities and aspirations for 
the future. Preparing and reflecting 
beforehand will help make the meeting 
far more productive and relevant to that 
individual. Make notes for yourself so 
you’re aware of the areas you’d like to 
raise during the meeting.

Suss out the paperwork
One of the biggest hindrances for 
managers and team members alike is if 
the paperwork is too complicated, too 
onerous or too restrictive (or all three!). 
As a manager, familiarise yourself with 
the forms so you can adapt how you 
complete the forms around the flow of 
conversation, rather than vice versa. As 
a team member, be aware of the areas 
you’ll be discussing, reflect on your 

learning over the past year and think 
through your current performance and 
future aspirations beforehand. Go to 
the meeting well-informed.

Make it conversational
It’s not an interview, it’s not an 
interrogation – it’s a conversation. 
Grab a coffee at the start of the 
meeting and relax. Choose a meeting 
room where you won’t be disturbed 
and allocate at least an hour to have a 
detailed conversation. Start the meeting 
with some general chat – don’t dive 
straight into ‘Question 1 on Page 1’. 
There’s nothing worse than turning 
what should be an interactive meeting 
into a tick-box paper pushing process.

Personalise it to the individual
Each individual’s development must 
be relevant to the team’s requirements, 
but importantly, tailored to that person. 
If we feel development is meaningful, 
we’re more likely to commit to it. 
Remember that most development 
can be done on-the-job and in 
house – spending time in another 
department to broaden understanding; 
improvement projects; attending 
other team’s meetings; shadowing; 
networking across the organisation – 
discuss the options in detail, taking 
some time to investigate all possibilities 
and agree actions together.

Plan the development
Work out the timing of development 
– what are the actions, are they 
achievable at this point in time, when 
are they going to take place, how will 
you measure and review progress? 
Planning the actions over the coming 
months enables both parties to agree 
the best steps forward and the timing.

Follow up
One of the biggest stumbling blocks to 
maintaining development is when these 
conversations only happen annually. 
And especially if that once a year chat 
is only because HR insists it’s ‘Appraisal 
Time’ again! I’m a big believer in 
having 1 to 1s on an ongoing basis 
– once a month catch ups are great; 
quarterly 1 to 1s should be a minimum 
requirement. 

Whilst traditionally it’s often line 
managers instigating 1 to 1s, I’ve never 
yet heard of a manager turning down 
a request from a team member to meet 
and discuss their performance and 
development. No matter who instigates 
the conversation, it’s the right thing to 
do! So if your line manager hasn’t yet 
scheduled your 1 to 1, why not seize 
the opportunity and suggest it yourself? 
Consigning development conversations 
to a ‘once a year’ process makes 
it painful for both parties, stifles 
momentum and kills off motivation. 

Getting to Grips With 1 to 1 Reviews

“Keep the 
momentum going - 
review regularly”

“Let’s move from 
survive to thrive 

mindset”
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This Month’s Q&A Tips 
Having just been promoted, I’m the only 
woman in the senior leadership team. 
Many of my male colleagues have an 
executive coach and I’m considering 
whether I should have one. How could a 
coach help me at this point?

Opportunities such as coaching are often 
not as widely available to women in the 
workplace or as commonplace as for 
their male counterparts, even though it 
is widely recognised that men find this 
type of support particularly significant in 
assisting their leadership career success. 
So if your organisation is suggesting 
coaching, that’s a great opportunity to 
have been offered!

Working with an Executive Coach can 
be especially useful for managers 
going through periods of transition. In 
fact, managers typically seek executive 
coaching during times of change – 
to maintain confidence; handle new 
challenges; taking on new roles or 
additional responsibilities; or when it 
would be helpful to have an independent 
sounding board to assist in working 
through problems and potential solutions.

Stepping into the senior team is a perfect 
moment to engage with an executive 
coach and can add real value to your 
ongoing leadership development, as well 
as providing a confidante to encourage 
reflective thinking and self-awareness as 
you step into this exciting and challenging 
new role.

Is it time to get 
yourself a mentor?

In Greek mythology, Mentor was 
the name of a trusted adviser 
and counsellor. In modern day 
workplaces, a mentor is someone 
more experienced, who acts as a 
guide, adviser and counsellor in 
someone’s career.

Mentoring is an excellent way to build 
your personal network, plan your 
career and focus your professional 
growth. Mentoring in the workplace 
tends to describe a relationship in 
which a more experienced colleague 
shares their knowledge to support 
the development of an inexperienced 
member of staff.

Mentoring partnerships can start 
organically or through mentoring 
schemes, perhaps through your 
own company or membership of 
an organisation such as Chartered 
Management Institute. There will often 
also be mentoring schemes offered 
to members of industry-specific 
organisations such as Women in 
Banking & Finance (WIBF). Equally, 
you could personally approach 
someone whose guidance you would 
appreciate and ask them to become 
your mentor.

Mentoring relationships tend to 
be medium to long term and will 
help you in terms of personal 
development and career progression. 
If the mentor also acts as a sponsor, 
the relationship can additionally 
improve your profile, which can 
be especially helpful for those who 
find self-promotion challenging. A 
sponsor is someone who speaks up 
on your behalf or in your interests; 
a sponsor advocates for someone 
whose abilities and potential they rate 
highly.

A mentor should not be your 
immediate line manager or her/
his line manager. Someone within 
your industry or profession, yet 

outside your immediate reporting 
structure, can provide advice and 
guidance without a potential conflict 
of interests.  

So where to find one? Look around 
you – draw up a list of potential 
mentors and/or sponsors. Think 
about what you want to get out 
of the experience, whether that’s 
developing a different approach to 
an element of your role; someone 
with whom to discuss your career 
steps and options; guidance or 
support working towards the next 
steps of your career. Then approach 
the individual – ask them whether 
they would consider becoming your 
mentor. If they are happy to do it, 
then agree the format of how you’ll 
communicate, timing, frequency etc. 

Formal mentoring schemes often 
operate on the basis of an hourly 
meeting every month for six 
months, which is a great starting 
point. When establishing your own 
mentoring relationship outside this 
sort of scheme, or when continuing 
the relationship after the initial six 
month period of such a scheme, you 
may find that arranging a quarterly 
meeting enables you to keep the 
relationship beneficial and effective.

Having someone ‘in your corner’ 
who is specifically interested in 
helping you further your career and 
professional development is definitely 
worth pursuing. Like the ancient 
Greeks, we can all benefit from our 
own workplace adviser and guide.

Get in touch:  info@mariehannanmeads.com |  0121 222 5468

“A mentor can enable, 
support and sometimes 
trigger major change in 

your life and work” 



Workshops 
Conducting Effective Performance 
Reviews

Increasing Your Emotional 
Resilience

Time and Stress Management

Dealing with Difficult People

Building Self-Awareness Using 
Everything DiSC

First Steps as Team Leader

All workshops available as in-house online 
or in-person sessions. Please get in touch 
if you would like to run any of these 
workshops at your organisation and we can 
have a chat to see how we can help.

Get in touch:  info@mariehannanmeads.com |  0121 222 5468

Giving Powerful Presentations 
(Go on…you can do it!)

Stomach churning, hands shaking, 
mouth dry, mind suddenly blank…
we’ve all been there…but having 
the confidence and ability to stand 
and present to an audience, whether 
that’s a team meeting of five or six 
people or a Board presentation, is a 
key skill to develop in the corporate 
world.

Delivering a presentation that gets your 
message across effectively can hugely 
impact how you are perceived in the 
workplace.

In my experience, whilst some women 
are confident and keen to step into 
this space, others are reluctant to take 
centre stage and have all eyes focused 
on them. Overcoming that fear and 
reluctance will enable you to lead 
team meetings, present at interviews, 
propose ideas to management and 
generally feel calmer and confident in 
getting your point across.

Volunteering to speak on a subject, 
even to your own colleagues, can be a 
first step in building your confidence 
and becoming more at ease with 
public speaking. Like any skill, the 
more you practice it, the more adept 
you will become. So why not pick a 
topic and put your hand up to deliver 
a ten minute presentation at your next 
team meeting? Get out of your comfort 
zone and give it a go!

Get out of your comfort zone and 
give it a go!

• Give yourself time to plan, prepare 
and rehearse beforehand. Map 
out your subject, develop an 
outline of the content and break 
the presentation into three parts – 
Beginning, Middle and End – to 
make it easier to structure and 
deliver.

• Define the purpose of your 
presentation – what is your end 
goal? What are the key take home 

messages for your audience 
members? Limit these to 3 or 
4 salient points and build your 
presentation around these.

• Use stories, analogies and examples 
to bring a topic to life. This is 
particularly helpful when talking 
numbers or statistics. It’s difficult to 
appreciate how heavy 37,950kg is – 
until you are told it’s the equivalent of 
3 double decker buses! 

• Limit the number of PowerPoint 
slides you use – and more 
importantly, limit the amount of 
wording on each slide. If there 
are endless slides crammed with 
typeface, chances are you could’ve 
just emailed the slides as a document 
rather than deliver a presentation! 
If you put too much information on 
slides your audience can’t help but 
read ahead rather than listen to you…
and shouldn’t the focus be on you 
during your minutes in the limelight?

Learning to present and feeling 
comfortable and confident doing it, is 
a crucial leadership skill to get under 
your belt.

Being known as someone who is able 
to present within your organisation 
can mark you out from the crowd 
and potentially create different 
opportunities for you to raise your 
profile.

It’s time to raise your head above the 
parapet and get presenting!

‘Source - BVD’


