Coaching, mentoring and the nursing CLiP model
The following essay will evaluate coaching and mentoring within businesses, the nursing CLiP model and my own experiences with coaching and mentoring. I have really enjoyed my time during the nursing studies and health diploma course; I have been greatly challenged and learned a lot about the industry I want to excel and have a career in. I am looking forward to extending my time at UWTSD and completing a further year in studies and gaining a degree in health and social care. According to graduate prospects (2019) I could use a health and social care degree to be a community worker, further education teacher, a health promotion specialist in smoking, alcohol, drugs, healthy eating or sexual health. I could also further my education and become a social worker, youth worker, counsellor, occupational therapist or nurse (University of Kent, 2017).  My personal career choice would either be a social worker or a child psychologist. Being a social worker would require me to work in the community helping some of the most vulnerable people in society and their families; I would need to gain a degree in social work or apply for a degree apprenticeship and as I have worked as a carer to both elderly and children I shouldn’t need any volunteer hours (Health Careers, 2019 and UCAS, 2019). As a child psychologist I would study children’s actions using cognitive testing and use my own training to understand their feelings and behaviours (reed.co.uk, 2019). To become a child psychologist I would need a degree and would then need to work towards a master’s degree or PhD (Stonebridge College, 2017).
RapidBi (2010) reports that coaching has been around since the 18th century and for decades it was only really used for sport, it was during the late 1990’s and early 2000’s that organisations realised how useful coaching could be. There are different types of coaching, for example, performance coaching, skills coaching, career coaching, life coaching, business coaching, executive coaching, team facilitation and work ‘shadowing’ (Brefi group, 2018). Personnel Today (2008) explain that the most dominant theory of coaching came from a Harvard tennis captain Timothy Gallwey, however, it is argued that this form of coaching is fading as it falls short when it comes to assertive and influencing skills.
Skills you need (2019) explains that coaching means believing that the individual knows the answers for themselves and involves asking the right questions in order to help the individual ‘get’ the answer by themselves. International Mentoring Group (2017) agrees with skills you need and goes on to say that a coach helps the individual set the correct goals, helps them find the best way to achieve their goals and find the individual’s potential by supporting them on the way to achieve their goals. Some benefits to coaching are: creating more value to the organisation, increasing understanding of the individual’s role, improving leadership and better employee engagement (Sharma, 2017). Businesses and organisations should use coaching to allow their employees to reach their full potential, shows employees the importance of commitment, higher performance and productivity within the organisation, to motivate staff, enable new culture or management style to grow within the organisation and to improve work relationships between employees (MRT Group, 2010). 
Coaching can help and individual establish their own goals and consider what they need to do to achieve them, help them become more self-reliant, help them gain more job satisfaction, help them effectively contribute to their team and organisation, help them take responsibility for their actions and commitments, work better and more effectively with others and communicate efficiently (Institute of Coaching, 2019). Grover and Furnham (2016) report that more and more organisations are using coaching as an ‘intervention’ to improve their company and performance of their staff, they found that coaching positively effects organisations, however, there needs to be more research about coaching. Robins (2017) agrees that there is not enough research when it comes to coaching in organisations and businesses, they argue that coaches who are inexperienced and are following specific models, which can negatively impact the connection between the coach and the client. Joo, Sushko and McLean (2013) report that coaching has become popular within organisations because coaching helps improve the quality of the organisation, to keep key employees and to meet the challenges of competition and social change. 
The UK Coaching Team (2018) explains the qualities needed to be an effective coach; effective communication skills in order to relay information and provide constructive feedback, planning and organisational skills to guide the individual’s development, analyse both their own and the individual’s performance to direct progress and be open minded when it comes to your own knowledge and skills.
Mentoring comes from ancient Greek times which meant teacher, however, the word mentor evolved to mean trusted advisor, friend, teacher and wise person (A Lean Journey, 2016). Mentoring focuses on long-term developments and there a different types, for example, formal mentoring which is a structured programme, natural mentoring which is initiated by the mentor, peer mentoring which is individuals at the same level or position providing support and advice to each other, situational mentoring which is for a specific skill, supervisory mentoring which is a mentor who is also a direct supervisor and trainee initiated mentoring (Matrix Blog, 2019).
Manchester Metropolitan University (2019) explains that mentoring is a relationship designed to build confidence and support the mentee to identify their goals and how to reach them, and a mentor should listen, ask the correct questions to enable the mentee, provide information and knowledge, provide advice, offer perspective, provide support and encouragement, encourage self-reflection and help the mentee identify areas for development. 
Mentoring is a semi-structured guidance system when the mentor shares their knowledge, skills and experience in a specific area, mentoring can be short term or last for years depending on the circumstances and a mentor should empower and motivate the mentee and help them reach their own personal goals whilst respecting that there are other ways to learn and the mentee needs to learn in their own way (University of Cambridge, 2019). 
The National Health Service (NHS) Education for Scotland (2016) explain that there are a few theories to mentoring and that mentoring has become a fundamental training feature within the NHS and public health jobs. Some benefits mentoring are: increased job satisfaction, improves problem analysis, gives perspective on how to make the workplace better, quality workplace relationships with managers and supervisors and promotes both professional and personal growth for the mentee (Phrenimos, 2017).
Eller, Lev and Feurer (2014) report that there is little research about the specific mentoring behaviours that causes positive outcomes, they concluded that the most important components of a positive mentor/mentee relationship are: communication and accessibility, positive feedback, clear goals and expectations being set, time management, shared enthusiasm, mutual respect and trust, a caring personal relationship, exchange of knowledge, both independent work and collaboration and role modelling. 
Management mentors (2018) argue that mentoring can benefit the mentor, mentee and the organisation, mentoring can benefit the mentee by giving them more confidence, enabling them to take control of their career, teaching the mentee how to communicate effectively, how to accept constructive criticism and provides networking contacts for the mentee, mentoring can help the mentor feel like they are ‘giving back’ to their organisation, ensures the mentor actively listens, enables the mentor to pass on knowledge which will increase their self-worth, it can strengthen the mentor’s interpersonal relationships and can help ‘re-energise’ the mentor’s career, this can all benefit the organisation by showing their employees and outside people that they are willing to invest in their staff, can help the organisation employ more committed employees, creates a positive work environment, helps mentors and mentees gain leadership skills and promotes co-operation within the organisation. 
Collaborative Learning in Practice (CLiP) is a student coaching model of coaching that which was piloted in a hospital in England in 2014 and is now ‘business as usual’ with many other hospitals now using the CLiP model (NHS, 2019). The CLiP model is different to other coaching models both organisationally and philosophically because students collaborate with other students whilst under the guidance of a coach and ensures that students are supported whilst they take on a greater responsibility for their own learning whilst working in a culture that values students and their solutions to a patient’s care (NHS England, 2019). The key features to the CLiP model of coaching are early involvement in patient care from students on actual wards, collaborative learning, more nurses on wards, registered nurses act as mentors to students and are supported by a clinical nurse educator, every shift should plan learning and assessment, daily meetings to assess and discuss improvements and emphasis on team/tiered learning (Royal College of Nursing, 2015). A nursing mentor will need to be a role model, supportive/understanding, be able to give advice, encourage the student and be a ‘critical’ friend (University of East Anglia, 2015).
CLiP is defined as a coaching model that encourages students to take the lead in their learning by caring for their own patient group whilst being supported through identified daily learning outcomes, the student has a ‘circle’ of support from mentors at different learning levels, for example, a second year student, third year student, registered nurse, named mentor and another health care professional (James Paget University Hospitals, 2019).  The NHS England (2014) explain that the purpose for the CLiP model is for student to learn from many other health care students and professional and not just from their mentor, the CLiP model is also supposed to enable mentors and coaches to ask the student questions in order to create possibilities and fresh perspectives for the student, it also makes the student take responsibility for their own learning by asking questions and exploring more knowledge.  Students are allocated mentors that set an initial learning plan; mentors are given no more than three students and must be available for 40% of the student’s placement period (University of Plymouth, 2019). 
Collaborative learning can be traced back to the ancient civilisations but was researched during the second half of the 20th century where it was proven that students learned faster and obtained more information when they were considered a ‘partner’ in their studies (Bright Hub Education, 2019).  The CLiP model was first introduced in the Netherlands and brought to Britain after seeing how successful it was (Lancashire Teaching Hospitals, 2016). The Nursing and Midwifery Council (NMC) sets the standards of learning for all pre-registered nurses and their education, when the NMC recently reviewed the standards of student nurse education and concluded that nurse education needed modernising, so the CLiP model is being introduced to increase the standard of nursing care and recruit more nurses during times of scrutiny and pay cuts (University of Plymouth, 2018). 
The Academy of Fabulous Stuff (2017) explains that the Collaborative Learning in Practice model of coaching was implemented into 6 areas of the Lancashire Teaching Hospital Trust to increase placement numbers, student satisfaction and improve patient experience, nursing students have given positive feedback such as gaining an in-depth knowledge, they had a wide range of experiences, were able to provide consistent care to patients, increase their confidence when working on a ward, were able to participate in medication handovers and felt prepared for qualifying as a registered nurse. The NHS is facing new challenges such as an ageing and diverse demographic, complex health and social care needs, increase in long term conditions as people are living longer, more complex physical and mental needs, increased patient needs and knowledge and increased public ability to use technology, this is why the CLiP model should be widely used as it ensures qualified nurses are confident and competent (NHS Foundation Trust, 2017).  The CLiP model can benefit the NHS as it empowers team members and enables students to make decisions, It closes communication gaps as all staff would work together which would then improve patient care, can provide a better understanding of patient care, it can minimise student readmission rates which would benefit the NHS as there is already a nurse shortage, it can relieve pressure on professionals as they will be working as a team and it would promote patient-centred care which is one of the main goals that the NHS wants to achieve to cut costs and provide better care for the public (Education Management Solutions, 2017).  Funding Central (2019) has argued that collaborative working can improve services, save the organisation money and increase staff morale. 
The CLiP model does have some limitations such as; not having the amount of resources and time needed, loss of flexibility within the workplace, personality clashes, lack of information, resistance to change and confusion of roles (Hearst Newspapers, 2019). The National Council for Voluntary Organisations (2017) argue that the organisation can out things in place to overcome the challenges previously mentioned, for example, effective communication, good personal relationships, understanding of different cultures, written agreements and careful planning. Kehleher (2012) report that more and more organisations are choosing to implement collaborative learning because it improves healthcare outcomes, is cost-effective and increases patient satisfaction which is important within the NHS; collaborative learning requires clear communication, active listening, awareness and understanding of differences and the ability to negotiate options, however, professional competition, education, lack of understanding on roles, ineffective communication, gender, hierarchical relationships and social class can all have a negative impact on an organisation using the CLiP model. Time is a major limitation to the Clip model as there is a huge nursing shortage and nurses who are acting as mentors must provide the student with 40% of their time during the student placement, this can be difficult when patients are needing care and they have to fill out paperwork with the student, nurses also reported that they did not have enough time to assess the student nurses (University of Salford Manchester, 2017).
I have worked as a carer for the past 5 years and have often had to shadow/mentor people. Work shadowing is observing someone in the day-to-day role, shadowing usually lasts a couple of days and prepares the new employee to start the job by giving them a hands on experience (prospects, 2019). The University of Manchester (2019) explains the shadowing is used as an informal work experience to help a person understand how to do a particular job. Educational establishments can also offer and set up job shadowing to give students experience in certain fields (Business Dictionary, 2019). Job shadowing gives an individual who works for a company the opportunity to work alongside a beginner to help them learn and develop, shadowing within a company can help improve communication, encourage improvements, can help share best practice, encourage self-development and help staff see procedures from a different perspective. Shadowing enables a person to choose a career they really want as during shadowing the person will see what other employees do from day-to-day; shadowing can provide a beginner with good advice and also new networking contacts (All about careers, 2017).  The Balance careers (2018) explains that job shadowing can help a person decide if they would enjoy the job and be passionate about it as it gives a far better experience about a job than reading a job description, it is also important for the beginner to have questions prepared and dress professionally and be prepared to help with some tasks. Shadowing can help a person gain insight and understanding of the job market, develop and understanding of the daily tasks of their chosen job, improve a person’s confidence and CV, gain network contacts and experience applications (Imperial College London, 2019).  There are 3 different types of shadowing; shadowing as experiential learning, shadowing as a means of recording behaviour and shadowing as a means of understanding roles or perspectives (Hall and Freeman, 2014).  Job shadowing is a good way to learn about the daily responsibilities that comes with a chosen career, for a successful shadow shift a person should be clear on all the details beforehand such as place, time and dress, do the research about the company and job, know why you wanted to shadow on that particular job, stay positive, take notes and be sure not to use your phone unprofessionally (Monster, 2019). For staff and business departments, shadowing can be a benefit because it gives and opportunity for self-development, they can learn best- practice, it can provide networking contacts and break down internal barriers, it can improve communication and give perspective, for the shadowee it can help them gain insight of their responsibilities, reflect and learn from colleagues, see how the staff and teams work together and test out possible career choices, for the host shadowing can; help link with colleagues from other departments, share experiences, learn from the shadowee, review and reflect on their own work and develop their  coaching/mentoring skills (University of Cambridge, 2019). 
Working as a carer and having people shadow me in the community has helped me experience a mentor role as I have passed on my knowledge to a beginner to help them understand and feel comfortable in the role as a carer. Being chosen to be a host on a shadow shift comes with a great responsibility that I would teach the beginner best- practice. A shadow shift would be planned in advance and my manager would give me the beginner’s number. I would contact the beginner via text message stating my name and where they would like to meet prior to the shadow shift starting. When I met with the beginner I would try my best to make them feel comfortable with me and make them feel like they could ask me questions- this is an important part of mentoring/shadowing. It is important to communicate in a friendly way with the beginner as you could work together in the future and if I was rude to the beginner it would reflect badly on the company I worked for. When myself and the beginner met before the shift I offered for them to come in my car as it can be daunting trying to find people’s houses especially if you are new to a care job and not used to the area, it is also important to keep to a timetable whilst working in care as people may have set times they can take their medication. When explaining this to the beginner I was mindful not to put too much pressure on them. I would talk through the client and what they would need doing and what their personality was like before myself and the beginner would enter their house, as it is very daunting going into someone else’s house to care for them and not knowing where things are I was sure to spend time on showing the beginner where everything belonged and how the client liked things done, this can be difficult as clients have a set amount of time that a carer is supposed to be in their house and there is a lot of information to give to the beginner which can take up time. After I and the beginner had left the client’s house I would ask them how they felt about the call and tried my best to listen to what they had to say and answer any questions they had. During shadow shifts I explained how important it was to offer the client choices on their care and things such as food and drinks and also to always treat them with dignity and respect. I made clear to the beginner how important it was to always follow the client’s care plan and to follow all company rules and regulations such as wearing the correct personal protection equipment such as gloves and aprons. I also did my best to prepare the beginner for houses that were less than tidy and for any personality clashes they may experience with some clients as from my own experience it is best to be prepared for such challenges. In my opinion, limitations to shadow shifts are not having the time you need to fully explain things and show the beginner what to do, personality clashes as it is hard to teach someone that you don’t get along with and the amount of shadow shifts a beginner receives is not enough as often a beginner will be put out to work in the community by themselves after just one shadow shift and in a different area with different clients to what they had previously visited. 
The CLiP model has been introduced to some hospitals in England as a pilot study. Learning in practice is vital for a nursing or care job as it gives the student a hands on experience and they learn faster rather than just reading and studying, the CLiP model has been introduced to the NHS to increase the quality of learning and the support available for student nurses, students have reported higher confidence levels whilst learning under the CLiP model (University of East Anglia, 2019). The CLiP model should not only improve learning for students but should also improve services for patients, as the CLiP model has been proven to improve students learning and confidence, it will also benefit their patients, however there is not enough research on the CLiP model within the NHS (Myron et al, 2017).  Brandrud et al (2011) reported that continuous sharing of information about best practice, engagement of students, patients and professionals in the environment and improvement of knowledge from coaching are the most successful factors of the CLiP model. Kusnoor and stelljes (2016) reported some limitations to collaborative learning, for example, sometimes there was not enough communication, as nurses have to give 40% of time to the student and sometimes this is not possible when the ward is short staffed or busy. Some limitations to collaborative learning would take careful planning and potentially take years to fix, student nurses need to be on the ward the same time that registered nurses made decisions so that the student can experience how it is done and communicate during these times in order to learn (McPherson, Headrick and Moss, 2001). There is a lack of trained registered nurses within the NHS which makes it extremely difficult for the CLiP model to be successful as there is not enough ‘mentor’ nurses to coach the students and spend the correct quality time with them to ensure they are confident in what they are learning, introducing the CLiP model to nursing could ensure that more student nurses complete their course and work as registered nurses if they have a more enjoyable and supported learning experience (Mail online, 2016).
In conclusion, coaching usually has a set duration, has more structure and focuses on specific areas of development. Mentoring can take years, doesn’t have much structure, passes on knowledge to the mentee and provides guidance to the mentee. Students and nurses acting as mentors should be friendly, actively listen, be understanding about differences, be organised and consistent and give feedback. The CLiP model is a mixture of coaching and mentoring and was introduced in the Netherlands and was introduced to England after the success rate in the Netherlands. The CliP model ensures that student nurses have enough support when they are learning in practice (on the wards at hospital) as they are assigned higher level student, registered nurse and other healthcare professional mentors. More research is needed in order to establish a nation-wide CLiP model within the NHS; doing this could produce more nurses to the struggling NHS with not enough staff nurses.  The CliP model uses both mentoring and coaching to involve student nurses in care and decision making which helps build the student’s confidence and knowledge. I have personal experience using CLiP by having beginners shadow me in my community care job- limitations of this include personality clashes and time constraints. I would recommend more one on one time with student nurses and each of their mentors so they could communicate effectively with each mentor and develop their full potential. There is also not enough registered nurses to run the CLiP model successfully even though it has been proven to work well within hospitals. The CLiP model should be introduced to more hospitals in order to gain more research and find out what really works well and what improvements would need to be made. 
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