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Activity 1- Evaluate your organisation’s approach to coaching and mentoring and consider whether it needs a review, based on current trends. 
According to the Coach Foundation (2019) virtual coaching will dominate the coaching and mentoring trends in 2021. The COVID-19 pandemic and the preventative measures imposed by the government to protect health meant many companies were forced to shift to remote working. Subsequently, the organisation’s approach to coaching and mentoring also needed to be adapted. Bluestone now conduct most of their learning and development online using Zoom, Flow, or other training platforms. This can occur one to one, in small groups or as a department focused approach. Now the vast majority of employees have returned to work, Bluestone take a blended approach to learning and development- running social distanced one to one or small group training sessions both in person and through the use of online platforms. 
The COVID-19 pandemic has contributed to an increased focus on well-being and the positive psychology which helps employees overcome roadblocks. This is an area where Bluestone has a more informal approach. To create a sense of employee engagement, trust, and safety whilst employees were either on furlough or homeworking- The Bluestone Newsletter @Work & Home was created which aims to reduce anxieties regarding their employment and the future. 
More formally, Bluestone has an Employee Wellbeing Coach. Employees can contact Amanda to discuss any aspect of health and wellbeing and offer confidential support. Alongside this, Bluestone provide an Employee assistance helpline which is available 24 hours a day, 7 days a week, 365 days a year. They help employees deal with personal problems which may impact their work performance, health, and wellbeing through counselling (Health Assured). This is a growing trend in 2021 as employers are realising that compassionate coaching cultured workplaces, must provide the support needed to remove the stigma of mental illness. This transparency, creates a difference in employee’s thinking pattern contributing to a willingness to learn, develop and progress (Merrick 2020).
One of Bluestone’s main areas of employee focus is the ability to grow as a team. To do this, Bluestone use peer coaching rather than expensive external coaches and career coaching. This aims to help employees understand what they want from their current role, their professional goals and the skills needed to achieve them. These conversations normally take place between the employee and line manager. This emphasis on continuous learning, encourages progression within the company contributing to increased employee retention. Peer coaching allows employees to learn new skills as they have a fellow employee/s to talk to, question and shadow. The use of line managers in coaching and mentoring is growing, it is used by two thirds of businesses in the UK (East Sussex Learning) meaning Bluestone’s approach (also using line managers in training) falls in line with the current industry trends. 
To conclude, Bluestone use a variety of both formal and informal approaches when implementing coaching and mentoring in the workplace. After conducting research, Bluestone’s approach to this is in line with current trends as they have transferred all coaching/mentoring online and have increased focus on well-being which is vital during the COVID-19 pandemic. However, all coaching currently occurs internally. Therefore, I believe that more formal coaching opportunities could be offered throughout the business from external coaches which would be beneficial as they offer specialist skills and experience without the distraction of company politics and culture (Training Industry 2018). 

Activity 2- Examine the learning and development policy and any policies directly relating to coaching and/or mentoring. Does the content meet the best practice requirements?
Bluestone recognise that employees are their greatest asset, as they are key to achieving the organisation’s strategic plans and objectives. In most cases, Bluestone will fund the cost of mandatory and specialist training which is essential to fulfil employee’s roles and meet regulatory requirements. Additional funding is also available to offer training leading to vocational qualifications. However, if the contract of employment is terminated the employee will be required to repay the training costs on a sliding scale. 
Training requirements are identified through business plans, service needs, development reviews and annual appraisals.  Bluestone have recently implemented a new 121 process which replaces annual appraisals. Line managers must conduct 1 compulsory private conversation with an employee. These conversations should be based on performance, motivation, ideas, improvements, and development options. The employee can then request a further 4 additional conversations in a year if they feel they are needed. 
The role of the coachee/mentee in a learning and development relationship is to:
· Drive the coaching/mentoring process forward. 
· Be proactive. 
· Reflect and learn from past experiences. 
· Have realistic expectations for potential and future aspirations. 
Coaches/mentors must:
· Establish/build a rapport with the coachee/mentee.
· Encourage, support, and motivate. 
· Allocate adequate resources. 
· Strive to improve the coachee/mentee’s knowledge and skills whilst helping them realise their potential. 
· Agree learning objectives and evaluate results. 
Best practice states that Learning and Development policies need to be effective for the entire organisation and should cover:
· Responsibilities for learning and development. 
· Personal Development Plans. 
· The methods used to facilitate learning and development. 
· Access to a range of learning opportunities and resources. 
· Equality of opportunity. 
· Cancellation issues. 
· Evaluation and monitoring of learning and development (CIPD 2020). 
After considering this, I believe that Bluestone’s Learning and Development policy does meet best practice. However, there are some areas missing. For example, there is not anything in the policy which covers personal development plans. 
Best practice recommends that performance conversations occur at least quarterly with a year-end review allowing both the employee and manager to stay on the same page (Wright 2019). Bluestone use annual appraisals to identify training requirements- upon looking at a selection of staff files in some departments these have not been completed. By not completing these, the company is missing the chance to coach/mentor employees encouraging internal progression. Hence the introduction of the new 121 scheme which aims to encourage employee retention. 
Activity 3- Discuss development needs with a line manager, using the CIPD Profession Map as a basis for discussion. Do skills in this area require improvement? 
One core elements of the HR profession is continual commitment to learning and development. HR professionals should strive to build organisational capability and knowledge needed to meet current and strategic requirements and create a learning culture to embed this (Woodhams, Perkins, Wilkinson 2016). Having studied the CIPD Profession Map, I am currently at the start of my HR career meaning I am at band one. 
Personally, I believe I have some profession skills in learning and development. Some skills needed to succeed in this professional area include being organised, motivated and eager to learn- I believe I possess all of these. They are important to encourage both individuals and managers to participate in learning and development activities and benefit from such opportunities and support the delivery of such programmes. Positive employee engagement and having an emotional interaction with employees is crucial to my role as this ensures development needs can be identified and acted upon swiftly (CIPD 2013). 
However, after a discussion with my line manager, we are both in agreement that I lack both skills and experience in developing learning strategies and plans. This includes activities such as collecting and analysing data on the capability/learning needs of the organisation and sourcing learning options. Another area where my skills require improvement is collating and analysing metrics, measures, and data to evaluate L&D initiatives. Through peer mentoring in my organisation, I am hoping to improve my knowledge and gain more experience in these areas. 
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