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Continued Professional Development, Mentoring and Coaching in the Workplace.
The world of health and social care is ever changing meaning that the people who work in these sectors are required to continually develop their skills and ideas to ensure they are up-to-date to provide safe and ethical practices (Hojat et al., 2010). This is often done by organisations offering opportunities to their staff members for continued professional development (CPD). The Royal College of Nursing (2018) explains that CPD occurs once you have completed formal training. It is ongoing development of professional and personal skills that enable a person to carry out their working duties efficiently. Filipe et al. (2014) agree and expand by explaining that these skills could be ethical, leadership and remaining knowledgeable about policies and procedures. It is essential for various organisations to offer CPD to be able to face any future challenges. This is especially true for the main healthcare provider in the United Kingdom, the National Health Service (NHS), which faces many challenges such as an ageing population, budget difficulties (Triggle and Butcher, 2020) and currently the world pandemic of Coronavirus. The example of Coronavirus has changed the way many organisations operate at this time. New measures have been introduced within these organisations such as social distancing, online communicating, and wearing personal protective equipment (Cabinet Office, 2020). The introduction of these new procedures would have required CPD and would have been accompanied by staff training and guidance documents to ensure the safety of staff and the service users. 
Staff training is one example of a tool that can be used for CPD and although it can be time-consuming training ultimately adds more knowledge and skills to a person’s repertoire. The CPD Certification Service (2020) suggests other methods that can also be used such as shadowing of other staff members, mentoring or coaching and self-reflection. According to the Imperial College London (2020) self-reflection is when you evaluate yourself and your skills to find out what works well and what could be improved. This process allows you to highlight any areas that require improvement and develop the necessary skills to do so. For example, if a teacher realises they lack organisational skills they can create an action plan to obtain or improve this skill set which will aid their professional performance. A way that self-reflection can be carried out is using a model such as Gibbs’ (1988) Reflective Cycle which has five areas: description, feelings, evaluation, conclusions and action. The description section includes what happened, the feelings section examines how the person felt before, during and after. The third section evaluates the positives and negatives of the experience before drawing conclusions of how to better deal with the situation in the future. Finally, an action plan is created to follow if the situation arose again. 

While developing a reflective mind set is important for CPD, reflexivity is also an important component. Hammond and Wellington (2012) explain that reflexivity is when one examines how their theories and beliefs impact their actions as they occur. Factors such as a person’s values, mental and emotional processes are internally investigated. May and Perry (2017) agree and add that this requires a person to be self-aware and will allow them to change their actions during a situation to fit the needs at that particular time. Furthermore, reflexivity also enables a person to view their workplace in a wider context such as how their role impacts the workplace and the people that they work with. The development of reflexivity enables CPD as it allows people to incorporate theory into their professional practice which enables new experiences and learning opportunities. This method will be helpful when working in an educational setting and will enable me to develop skills to become a primary school teacher. Through use of reflexive practice I will be able to improve my teaching by using an active approach and will be able to adapt or change the lessons as I am teaching if required (Stingu, 2011). 
Further methods that can be used to aid CPD are mentoring and coaching and while they are similar in that they aim to help the person excel in the present and future there are substantial differences. McLaughlin (2010) explains that mentoring tends to be a relationship between two people with one of them of a higher-rank. A mentoring relationship is often a long-term arrangement that takes a holistic view of the mentee. The aim of the relationship is for the mentor to use their own experiences to offer the mentee advice which could be related to work or personal issues. Mentoring sessions are usually informal meetings that can happen as and when they are required. Whereas coaching offers a more equal relationship that does not require the coach to be of a senior position and is usually for a set-period of time, such as a month or a year (Starr, 2016). Rather than sharing their ideas, the coach aims to empower the coachee to come up with your own ideas. Coaching usually focuses on short-term goals and certain areas of development. The coaching meetings are typically more formal than mentoring sessions and are arranged at regular intervals. According to the International Coaching Community (2020) coaching can aid CPD in many ways by understanding what the person is working towards through discussions. These discussions can increase self-awareness and formulate goals for them to work towards. Depending on the goals, various skills will be developed which can be taught to be transferable to other areas of work. The development of transferable skills will enable resourcefulness when faced with new situations. According to the University of Cambridge (2020) by participating in mentoring sessions both parties improve their CPD. For the mentor they can develop their leadership, communication and listening skills. For the mentee they can develop many skills and learn how to transfer these skills to different situations which will give them a confidence to try new things. Mentoring sessions also provide the opportunity to discuss both personal and professional matters and the mentee can use the mentor as a sounding board in these instances. Furthermore, access to a mentor can offer new work and networking opportunities which can lead to gaining knowledge and possibly professional advancement. Jakubik, Eliades and Weese (2016) suggest that there are many benefits for an organisation to have a mentoring programme, with junior colleagues learning from more senior members it enhances job performance at a faster speed which in turn increases staff productivity. Research also suggests that mentoring can create a more positive workplace which will reduce staff turnover (Greene and Puetzer, 2002 and Kanaskie, 2006).
Over the years mentoring and coaching have become more popular within the NHS to help support and develop their staff. There is increased focus on developing leadership abilities and, cultivating and transforming organisational cultures. According to the NHS Leadership Academy (2020) this is used to develop systems that can support the health of the population and shape future leadership of the NHS. The budget difficulties that the NHS are facing not only effect the organisation but also the staff members. The operational challenges that have arisen due to the budget issues such as staff shortages and lack of resources negatively impact the morale of staff and increase their stress levels (Robertson et al. 2017). Offering mentoring to staff members at this time allows a safe place to discuss work and personal pressures which can aid in reducing stress while increasing their confidence to handle situations can improve their morale. Coaching also offers many benefits to cope with the challenges such as developing a person’s resourcefulness, transferable skills and offering empowerment to tackle new challenges. The development of these skills and attitudes allow staff to approach the above issues and create innovative solutions. Many NHS trusts have coaching and mentoring programmes in place, two examples of these are the Isle of Wight NHS Trust (IWNT) and the NHS North East Leadership Academy (NNELA). The IWNT (2020) offers one to one coaching and mentoring to support their staff members as well as offering coaching courses up to level three. The first level, coaching fundamentals, is open to all staff members while higher levels are available for those in leadership and management roles. The NNELA (2020) also offers coaching and mentoring however this is with the aim of staff members increasing their responsibilities and working towards leadership roles. Support is accessible to all coaches and cochees and training to become a coach is also available to staff members. NHS England (2014) highlights that taking on a coaching or mentoring role will develop communication skills further which is essential for delivering quality person centred care. Furthermore, if a staff member is able to coach this will allow them to support patients to manage their own health for certain conditions such as obesity through health coaching. Health Education England (2020) explains that health coaching provides higher patient satisfaction and, improved behaviour and attitudes towards their health which in turn can lead to less use of the NHS. 
When an organisation offers mentoring or coaching within the workplace policies must be in place. One such policy is by Compass Disability Services (CDS) (2015) which outlines the purpose of coaching and mentoring in their organisation as a way to offer personal development to their staff while encouraging them to achieve their full potential. All staff members are offered access to the programme at various points such as new employees or those taking on new roles. Within the policy, responsibilities of both the mentor/coach and mentee/coachee are clearly explained. For example in this organisation, the overall role of a mentor is to enhance development of the mentee through suggestions and providing knowledge whereas the role of the coach is to support the coachee to develop personally and professionally, and overcome any challenges they face. There is a small process section within the policy which describes the qualities a mentor or coach will have, however very little is explained about the mentoring or coaching programme process. Additionally, the policy highlights that there are opportunities for staff to train as a mentor/coach if they wish. Another example of a mentoring policy is from Fun Foundations Day Nursery (FFDN) (2020) which although lacks a ‘purpose’ section, highlights in their aims and objectives that they strive to encourage and use mentoring as a tool for CPD. The policy clearly outlines mentor and mentee roles, for the mentor this includes aiding the development of the mentee and working towards their CPD. The mentee’s responsibilities include continually working on their CPD, accepting help and taking control of their own development. Unlike the previous policy, this one includes an in-depth explanation of the mentoring processes across different stages such as the ‘Introduction’ stage and the ‘Foundation’ stage. Purposes of each stage are also explained, for instance the purpose of the ‘Introduction’ stage is to ‘Create a connection’ (FFDN, 2020, p. 4). To ensure the programme runs efficiently a programme co-ordinator oversees many areas such as training for both the mentor and mentee, offering support and providing information about the programme to all staff. The programme co-ordinator is also responsible for identifying participants and encouraging staff to volunteer as a mentor/mentee. Both policies clearly outline how the mentoring relationships should work and the expectations of each person involved. The process section provided by the FFDN is very in-depth and can help to reduce any anxiety of the mentoring process and appears to be superior to that of CDS. However, it is possible that having such a thorough process section may place restrictions on the development of the relationship. It was also noted that to join both mentoring programmes required speaking to a specific member of staff which some people may not feel comfortable doing. A more beneficial system may be one that offers online applications or access to external services. 

As I approach the end of my third year as a university student my thoughts are with my future development. As part of my university experience I have received mentoring on a one to one basis however this is due to end as I finish my course, I believe it will be beneficial for me to find a mentor within my workplace of a primary school to continue my CPD. Not only will this help me in my current role as a teaching assistant but also develop my skills further ready to take on my next challenge of completing a Primary PGCE course to become a qualified primary school teacher. Another skill I would like to learn is paediatric first aid as this will enhance the care I can provide for children as well as boosting my employability (St. John Ambulance, 2020). 
While the methods used to provide CPD such as training and mentoring/coaching may require a person to dedicate extra time and effort, there are many personal and professional benefits to participating in these activities. CPD in the workplace appears to provide valuable and essential skills that are required when working in person centred care that can be transferable to various areas of life. These will not only enhance your work performance but also increase your self-confidence in what you do which can lead to career progression. 


References

Cabinet Office (2020) Guidance: Staying Safe Outside Your Home. Available at: https://www.gov.uk/government/publications/staying-safe-outside-your-home/staying-safe-outside-your-home (Accessed: 25 May 2020). 

Compass Disability Services (2015) Coaching and Mentoring Policy. Available at: http://www.compassdisability.org.uk/uploads/documents/policies/Coaching%20and%20Mentoring%20Policy.pdf (Accessed 21 May 2020).

CPD Certification Service (2020) CPD Explained. Available at: https://cpduk.co.uk/explained (Accessed: 20 May 2020).

Filipe, H. et al. (2014) ‘Continuing Professional Development: Best Practices’, Middle East African Journal of Ophthalmology, 21(2), pp. 134‐141. DOI:10.4103/0974-9233.129760

Fun Foundations Day Nursery (2020) Mentoring Policy and Procedure. Available at: http://www.funfoundationsdaynursery.co.uk/downloads/policies/Mentoring-Policy-and-Procedure.pdf (Accessed 21 May 2020).

Gibbs, G. (1988) Learning by Doing: A guide to Teaching and Learning Methods. Further Education Unit. Oxford Polytechnic: Oxford.
Greene, M. and Puetzer, M. (2002) ‘The value of mentoring: A strategic approach to retention and recruitment’, Journal of Nursing Care Quality, 17(1) pp. 63-70. DOI: 10.1097/00001786-200210000-00008
Hammond, M. and Wellington, J. (2012) Key Concepts. London: Routledge
Health Education England (2020) Health Coaching. Available at: https://www.hee.nhs.uk/our-work/health-coaching (Accessed: 21 May 2020).

[bookmark: _Hlk41487952]Hojat, M. et al. (2010) ‘Career Satisfaction and Professional Accomplishments’, Medical Education, 44, pp. 969–976. DOI: 10.1111/j.1365-2923.2010.03735.x

Imperial College London (2020) Self-reflection. Available at: https://www.imperial.ac.uk/students/success-guide/pgr/professional-development/self-reflection/ (Accessed: 20 May 2020). 

International Coaching Community (2020) What is Coaching? Available at: https://internationalcoachingcommunity.com/what-is-coaching/ (Accessed: 23 May 2020).
Isle of Wight National Health Service Trust (2020) Coaching and Mentoring. Available at: https://www.iow.nhs.uk/Working-With-Us/learning-zone/coaching-and-mentoring.htm (Accessed: 24 May 2020). 

Jakubik, L., Eliades, A. and Weese, M. (2016) ‘Part 1: An Overview of Mentoring Practices and Mentoring Benefits’, Pediatric Nursing, 42 (1), pp. 37-38. Available at: https://pdfs.semanticscholar.org/b163/af1a02d1b2cd33203e33110f92f0fa177e8d.pdf (Accessed: 21 May 2020). 
Kanaskie, M. (2006) ‘Mentoring – A staff retention tool’, Critical Care Nurse, 29(3), pp. 248-252. DOI: 10.1097/00002727-200607000-00010
May, T. and Perry, B. (2017) Reflexivity: The Essential Guide. London: SAGE
McLaughlin, C. (2010) ‘Mentoring: What is it? How do we do it and how do we get more of it?’, Health Services Research, 45(3), pp. 871–884. DOI: /10.1111/j.1475-6773.2010.01090.x
National Health Service England (2014) A Guide to Mentoring in NHS England. Available at: https://improvement.nhs.uk/documents/1862/NHS_England_Mentoring_Guide_5bv5_FINAL5d.pdf (Accessed: 23 May 2020). 

National Health Service Leadership Academy (2020) Coaching and Mentoring. Available at: https://www.leadershipacademy.nhs.uk/resources/coaching-register/ (Accessed: 26 May 2020).

National Health Service North East Leadership Academy (2020) Coaching and Mentoring. Available at: https://www.nelacademy.nhs.uk/coaching-and-mentoring (Accessed: 24 May 2020). 

Robertson, R. et al. (2017) Understanding NHS Financial Pressures: How are They Affecting Patient Care? London: Kings Fund. 

Royal College of Nursing (2018) Improving Continuing Professional Development: How reps can make a difference in the workplace. Cardiff: Royal College of Nursing.

St. John Ambulance (2020) Paediatric First Aid - Weekday Courses. Available at: https://www.sja.org.uk/courses/schools-first-aid/paediatric-first-aid-2-day/book-pfa2d/ (Accessed: 25 May 2020). 
Starr, J. (2016) The Coaching Manual: The Definitive Guide to The Process, Principles and Skills of Personal Coaching. 2nd edn. Harlow: Pearson
Stingu, M. (2011) ‘Reflexive Practice in Teacher Education: Facts and Trends’, Procedia - Social and Behavioral Sciences, 33, pp. 1010-1016. DOI: 10.1016/j.sbspro.2012.01.195
Triggle, N. and Butcher, B. (2020) ‘11 Charts on the Problems Facing the NHS’, British Broadcasting Corporation News, 9th January. Available at: https://www.bbc.co.uk/news/health-50290033 (Accessed: 20 May 2020). 

University of Cambridge (2020) What is Mentoring? Available at: https://www.ppd.admin.cam.ac.uk/professional-development/mentoring-university-cambridge/what-mentoring (Accessed: 23 May 2020). 


 

Bmho6012: Continued Professional Development		Assignment 2
