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LO1: Mid and West Wales Fire (MAWWF) approach to Coaching and Mentoring

To gain a better understanding of MAWWF approach to coaching and mentoring, I met with the Deputy Head of People Development who provided me with an insight into our organisation’s approach as follows:

Mentoring

Firstly, it was encouraging to see that MAWWF have a procedural guidance document in place which clearly sets out the contents of ‘mentoring’ and what it entails. Mentoring is open to all employees (both operational and support) who would consider that a mentoring relationship would benefit and assist their professional development. This is in keeping with the definition of a mentor in that their purpose is to “help you excel in your career and become the best version of yourself” (Cronin, 2021).

Mentees are also provided with an element of choice of mentor; research has shown that this is key for mentoring relationships to work. This process is facilitated by the Head of People Development and every effort would be made to secure an individuals first choice. 

A ‘mentor’ within MAWWF will be of the appropriate management level and have key attributes such as knowledge of the organisation, good interpersonal skills, and a commitment to making themselves available to ensure success of the relationship; a mentor-mentee pairing requires work, commitment, and follow-through on both sides if its going to succeed (Demers, 2014).

Evaluate and Reflect: The mentor and mentee are required to review the process at regular intervals via the completion of a ‘Mentoring Review Record’ to cover whether the mentoring process is helping the mentee to address issues/problems, progress of action/development plans, is it meeting the needs of the mentee. 

Training for Mentors: A training programme is provided to new mentors in preparation for their role to address the mentoring role, understand the way people work and assist with action planning for example. After all, training introduces the key knowledge and skills that effective mentors need and important considerations when supporting mentee (Sussex, 2021). 

Designated Colleague/’buddy’: upon commencement with MAWWF this system has been set up to assist an individual to settle into the organisation. It provides more of an “informal” approach but is beneficial in terms of answering informal but important everyday questions. 




Coaching

MAWWF has positioned coaching as an effective method of supporting people in their personal and professional development, in achieving organisational objectives, and in assisting with organisational change and development. 

It was interesting to note that the development of a leadership and coaching culture is supported at the highest level and is one of the key objectives within the Service’s Organisational Development Plan. 

Capability: any issues identified within the Service can be dealt with via the ‘coaching’ route to support the individual and look at solutions to the problem. This is because it draws on the ability and expertise of members within the organisation to enable the development of skills of others, so an individual can become more effective within their role. 

Performance Improvement: leaders within the organisation are required to provide feedback to their team when something isn’t going right or the way it should be; an inevitable part of any leader’s role is to give constructive feedback to a teammate when something isn’t going the way it should be (Rosenstein and Schwartz, 2021). Managers are encouraged to meet with the individual on a one to one basis, be empathetic and clearly explain the matters that require improving whilst also listening to their perspective. This encourages individuals to look at how they can change and set targets to improve. 
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L02: Policies within MAWWF relating to Coaching and Mentoring

MAWWF have a ‘Personal and Organisational Development’ document for individuals which explains what it means to individuals along with the contribution they can make towards it. It clearly highlights the aim of “improving individual and team performance and safety to deliver a better quality of service” which is in line with what coaching and mentoring set out to do.

Internal Assessments: employees are assessed for various purposes using agreed standards of performance to support their future development. This is a two-way process between an employee and an assessor with an agreed plan moving forward. Coaching or mentoring is key to this as it will enable progression and for the plan to be continually reviewed and adjust if necessary. This is in keeping with the CIPD (2020) who advise that an organisation can provide people with the opportunity to better assess their strengths as well as their development areas. 

External Learning and Development: it is recognised that all personnel within the Service will have very different development needs with regards to training and not all will be able to be provided in-house. Therefore, individuals are afforded with the opportunity to undertake training provided by external sources to satisfy the requirements of their job description, role map or their Organisational Pathway. This is in line with best practice as external coaches can focus exclusively on the coachee’s needs before, during and after each session and they will not be affected by internal politics (Angle, 2018).
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LO3 Coaching and Mentoring – Development Needs

Using the new CIPD Profession Map, I am going to evaluate my knowledge, skills and ability within this remit and discuss my development needs with my line manager.

Introduction

CIPD define learning and development “creating the culture and environment for individuals and organisations to learn and grow” (Learning and development, CIPD Profession Map, 2021)

Having looked at the four levels of ‘learning and development standards’ it was agreed that day to day I fall within the foundation level; I understand the difference between coaching and mentoring and when to use them to support others’ learning. 

Difference between Coaching and Mentoring

I understand the difference between both activities and what each method involves. This process is key to organisations to achieve the best out of individuals and to ensure they develop and enhance their skills both personally and professionally. 

To develop my skills further, I need to research and look at all models / approaches available, along with their advantages and disadvantages, and look at if they can be implemented within the organisation. 

Support People

It is evident both activates provide support to people and this can have a great impact to the way in which an organisation achieves their goals / business objectives.

Therefore, as part of my development within this remit I am going to create a PowerPoint presentation and deliver a refresher training session to line managers on this topic and highlight the importance of doing so and along with the benefits involved to all stakeholders. 
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