Coaching and mentoring in the Organisation
On the job training record

1. Meet with your line manager or other relevant person to thoroughly understand your organisation’s approach to coaching and mentoring, if possible attend a formal coaching session or observe a mentoring relationship. 

The Health Board’s Workforce, Organisational Development and Education Strategy 2020-2030 (Hywel Dda UHB, 2020a) sets out the organisation’s vision to deliver the Health and Care Strategy A Healthier Mid and West Wales (Hywel Dda UHB, 2020b). The workforce strategy identifies a number of interventions to enhance the Health Board’s leadership capability, once of which is to grow capacity for access to coaching, mentoring and action learning. One of the objectives of the strategy is to deliver collective and compassionate leadership, with a key outcomes for success being that ‘leaders have access to coaching and mentoring when required, with increased numbers of ‘internal’ coaches and mentors’. Another strategy objective is to deliver a workforce fit for our future, with a key success outcome being about coaching managers to lead and deliver change effectively. 

In September 2020, the Health Board published their 3 year strategic and planning objectives (Hywel Dda UHB, 2020c). Planning objective 2H commits the Health Board to create a ‘comprehensive development programme for the whole organisation which nurtures talent, supports succession planning and offers teams and individuals the opportunity to access leadership development.’

The Health Board has started to invest in a leadership development programme which includes the implementation of an internal coaching network. Whilst some activity was paused due to the pandemic, virtual coaching was offered to over 168 senior managers during 2020/21 of which 73 sessions had been delivered between April 2020 and January 2021 (Hywel Dda UHB, 2020d). 

The Health Board uses external coaches to deliver coaching to senior managers within the leadership development programme and following the positive impact and feedback received, the offer of coaching has been extended to all staff within the Health Board. The Health Board’s aim is to build on their coaching network to increase the number of internal coaches to 100 within the next 3 years (Rees, 2021). 

In October 2021, the Health Board supported their first cohort of 16 staff to undertake the Institute of Learning and Management (ILM) Level 5 Coaching (Hywel Dda UHB, 2020d). The Head of Organisation Leadership Development has recently confirmed that the first cohort are half way through their coaching qualification and a further two cohorts have been commissioned to start later in 2021. This will bring the total number of qualified Health Board coaches to 45 once they have all completed the qualification. The Health Board Coaching network is due to commence imminently with a newly appointed Co-ordinator starting in May 2021 who will work with the Head of Organisation Leadership and Development to develop the policy (Rees, 2021).

The Health Board advertise the ILM Level 5 in Coaching and Mentoring in their internal online training prospectus (Hywel Dda UHB, 2021a) and suggest that it is suitable for managers with responsibility for coaching and mentoring as part of their day-to-day role, or those who wish to move into a development role. On completion of the 4-day course, staff will be expected to contribute to the Hywel Dda Coaching network, all participants will also have the option to be included in the Mid & West Wales Coaching network. There is currently no availability to attend as cohorts 2 and 3 have already been identified.

Coaching is also provided through other leadership development programmes, including the ‘Star’ programme for nurses and the Senior Finance Development Programme. (Hywel Dda UHB, 2021d)

The Health Board plan to introduce reverse mentoring in 2021 and have recently recruited mentors for Board Members from across all staff groups (Hywel Dda UHB, 2021d). 

As coaching sessions are confidential, the opportunity to observe one is not available (Rees, 2021).

2. Examine the learning and development policy and any policies directly relating to coaching and or mentoring and make some notes as to whether you think the content meets the best practice requirements you have studied in class and within your literature research. 

As mentioned above, Hywel Dda UHB currently do not have a coaching and mentoring policy; this is an area for development during 2021.

The Health Board’s Learning and Development Policy (Hywel Dda UHB, 2020e), does reference coaching and mentoring as one of its key principles; that ‘staff actively contribute to the learning and development culture by coaching, mentoring and developing other staff throughout their careers’. 

The Leadership Development Team plan to work with Learning and Development during the latter part of 2021 to ensure that information about coaching is shared with staff as part of the corporate induction process (Rees, 2021). 

In terms of mentoring, the Organisational Induction Policy (Hywel Dda, 2020f) sets out the responsibilities of senior managers to ensure that ‘all new staff have a period of mentorship when first employed to provide them with guidance and support.’ Line managers have the responsibility to identify mentors for new staff, who will provide them with guidance and support for a period of time to help them to settle in.  The Local Induction Checklist in the policy identifies the key actions that mentors should take in supporting new colleagues to settle in. However, there is no definition of what mentoring means or how it should be undertaken in either policy.

The development of a coaching and mentoring policy that sets out the process and logistics of delivering coaching and mentoring is key to creating a coaching culture within the organisation (CIPD, 2020).  The current policies in place do not address coaching and mentoring in any detail and the development of a separate coaching and mentoring policy would be advised. 

3. Discuss your development needs with your line manager as a result of the above activities, using the CIPD Profession Map as a basis for your discussion. Consider whether or not your skills in this area require improvement (for example delivering training on the topic/coaching line managers). 

[bookmark: _GoBack]The Performance Appraisal and Personal Development Plan (PADR) policy (Hywel Dda, 2020g) directs that, with the exception of short-term temporary staff, all staff have an annual PADR review. Over the course of the pandemic, due to frequent and short-notice changes to roles, I have changed my approach to PADRs, focusing on regular and continuous coaching conversations. Objectives have changed significantly during the last 15 months and I have worked collaboratively with my team to ensure that these are reflected in their objectives through regular discussions. As we move into recovery, I intend to continue with this approach with my new team.

On a personal basis, I have demonstrated that I seek out opportunities for feedback and coaching at an informal level. I also always try to employ an informal coaching approach both in my professional and personal life. 

Using the CIPD Profession Map 20130 (CIPD, 2013), my development needs have been identified as:

	Professional area
	Current level
	Development

	Leading HR
	2
	Moving into a new Senior Workforce Manager role, identify and engage with a mentor who can support me to gain experience in wider HR practice.

	Learning and development
	1
	Within my new role working with teams on workforce efficiency, coach managers to think about learning priorities and opportunities within their team to reduce reliance on variable pay.

	Insights, strategy and solutions
	2
	In recruiting to my new team, focus on coaching new employees to problem-solve rather than telling or seeking resolution to issues personally. 

	Personally credible
	1
	Within a new role myself, I will need to develop my own skills and knowledge of HR issues to allow me to mentor new members of staff and to be recognised as a reliable source of support.
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