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On the job training
Question 1 
Mentor Support Programme 
CSG has a mentor support programme in place for all teaching staff. The mentoring programme at the college is important to the strategic goals of the FE group in developing and improving the standards of teaching and learning to become “Excellent, The College of Choice”. The mentoring protocol is available on the gateway for all academic staff to access. This document explains that mentees may fall into different categories and so timescales and levels of mentoring will be individualised to meet their needs. 
The protocol is as followed:
New Staff:
The mentor is assigned on commencement of lecturing post, the HR department and Curriculum Area Heads (CAH) inform the mentor and an initial mentoring meeting takes place within the first month; subsequent meetings and observations take place at least once per month during the probationary period. Staff undergo three observations during this period; if the mentor is satisfied with the standard of Teaching and Learning (T&L) then they will be released from the support programme unless the individual requests continued support. If the mentor has serious concerns about engagement or progress during this period then the CAH will be informed; this may require the mentee to undergo an intensive four week programme; where the CAH and/or the mentor and/or the T&L Manager will communicate progress with the mentee.

Referred to the mentoring programme:
The member of staff is formally made aware that they are being placed with a mentor for T&L support and the reasons for this referral are  led by the CAH and the mentor are in attendance at this meeting. The member of staff are be handed a copy of the mentor guidelines and an initial meeting is organised at a mutually convenient time and the first mentor observation takes place within ten days of the start of the process. This meeting is followed up by an email sent by the mentor confirming what was discussed. All subsequent meetings and observations takes place in line with the targets and review dates set with the mentor.
Staff undergo as many observations, one-to-one training sessions and meetings as the mentor/mentee feel necessary to raise standards during the initial six week period; if the mentor is satisfied with the standard of T&L at the end of this period then they will be released from the support programme unless the individual requests continued support. If for any reason the mentor has serious concerns about engagement or progress during this period then the T&L Manager, Curriculum Director and CAH are informed; this may require the mentee to undergo an intensive four week programme. At the end of the four week intensive programme if the mentor and/or T&L Manager are not satisfied with engagement or progress then the T&L Manager, Curriculum Director and CAH will be informed and the mentee may be moved to formal proceedings and action planning.

Self-Referral:
Staff can at any time self-refer to the support programme on a voluntary basis.

The mentoring Process:
The mentoring process typically involves mentor and mentee in a cycle of planning, observing, reviewing and refining the mentees teaching.
The document also goes on to explain the Mentor’s role in the process. 
Meeting with T&L Manager 
To discuss this policy and procedure further, I organised a meeting with the T&L Manager.  During this, the manager confirmed that mentoring can be a design issue a departmental issue and management issue. She explained that there are two members of staff within the T&L team. 
1. T&L Manager (Bryony) – deals with anyone who is underperforming 
2. T&L Mentor (Nicola) – deals with satisfactory and above. She refers employees to Bryony if after mentoring they are still underperforming. 
She explained that there are different layers of mentoring. If employees who are underperforming do not improve then they will be referred for capability which will be determined by the Assistant Principal and not the mentoring team. T&L Manager explained that at CSG the mentoring team want employees to do well and get better and go from underperforming to satisfactory and above. 
T&L Manager clarified that referrals are high currently which is positive as it means that staff are using it and understanding the benefits of it which demonstrates how effective the process is. T&L Manager has also noticed that mentoring is harder around redundancies and re-structures as is can be seen as negative at the beginning but welcoming later. T&L Manager also mentioned that most of the issues that come to their attention are counselling issues, break downs and issues surrounding mental health. In these cases, Bryony sign posts them to counselling. 
Staff Development Day – Coaching and Mentoring Session 
As part of staff development day at the beginning of term, the T&L team delivered a coaching and mentoring session which was available for all staff to attend. In this session it was explained to us what the difference between counselling, mentoring and coaching was and the different coaching models available for instance, OSCAR, the Performance Wheel and Covey’s Circles of Concern. To put the theory into practice, we had to work in pairs where one of us had to be the coach and the other the coachee and visa versa. We then had to role play this to the rest of the group in order to get feedback. This session was effective as everyone in the college can relate to coaching and mentoring in their everyday life and in work and could put these models into practice. 
External coaching for Curriculum Heads, Faculty Directors and Business Support Managers
Over the last two academic years, a selection of managers have undertaken a coaching course which has been delivered externally by RW learning which takes place at the college. In academic year 18-19, 29 managers were invited to attend the course which consisted of two half days and 3 full days. CSG only had funding for 29 managers to take part in the course and the selection process was based on Faculty Directors, Curriculum Area Heads and Assistant Principles. For this academic year, the limited funding meant that only 12 managers were invited to take part in the course. The managers selected for this was business support managers. 
The managers for this academic year are going through a coaching programme on management and leadership. Employees in different departments were asked to complete a 360 feedback on their line manager who are going through the coaching programme. This document asked each person to assess the line managers behaviour against three competencies from the CSG competency framework. These are: 
· Strengths
· Weaknesses
· Behaviours to develop
From the feedback given, the coaching aims to guide line managers to be more effective leaders. One of the sessions coached managers on when to best use the right management style in certain situations. This was done through role play. The idea is for line managers to coach staff should they wish to be coached. The benefits of the line manager as a coach is that it results in a more committed team, better team performance, better working relationships, opens communication and it leads to idea generation (Clutterbuck, 2012). 
Question 2 
Recommendations for appropriate strategies to further develop coaching/mentoring in the organisation

The main way to develop coaching and mentoring is through a policy as there is only a mentoring policy in place which is only for the teaching staff. Having a policy in place will outline the procedures at the college regarding formal/informal coaching and mentoring. 
Another recommendation is for all staff to sign up to the one day coaching course at CSG which is organised for March. This would enable for more staff to be trained on how to become effective coaches. The advantages of an internal coach is that it is  more cost affective, it retains the expertise in house, logistics of organising the sessions and training is less problematic and costly and information can be easily fed back to other departments such as HR and L&D. The coach/mentor will have a grasp of opportunities and challenges facing the business and they already know the culture and processes of the organisation (Educational Consultant and Coach, 2015). As stated above, it is also beneficial for the college to utilise the managers that have already gone through the coaching programme to train others on coaching. This would save money on getting an external company in to train others in the organisation. 
Another recommendation is to provide another coaching and mentoring session on staff development day for all staff to attend. 
Currently appraisals are every 2 years. In order to identify whether a staff member needs to be referred for coaching/mentoring, appraisals should be on an annual basis.  
Another recommendation would be to promote the benefits of coaching and mentoring. This could be done during staff development days, through social media or through notice boards. 

Question 3 

According to CIPD (2020), coaching and mentoring is one of specialist knowledge areas of the CIPD profession map. Coaching and mentoring comes under the learning and development section. Learning and development is about creating the culture and environment for individuals and organisations to learn and grow. It’s knowing the current and future capability needs of the organisation, as well as how to create a learning culture that drives engagement in continuous professional development. 

After studying the coaching and mentoring module, I would say that I am on the associate level, where I know hot to support others with their continuing professional development and I know how to define the capability needs of individual and teams. I know how to apply adult learning and motivation theories in different learning contexts, I know the principles that underpin the design and use of face to face learning. I also know the principles that underpin the design and use of digital technologies in learning and I know how to create, co-create and curate content with subject matter experts to meet learning needs. I also know the principles that underpin the choice of learning facilitation methods. After completing this module, I now know how to facilitate social collaborative learning activities and know how to support and use coaching and mentoring approaches in learning (CIPD, 2020).

In order to further develop myself on this topic, I would start by doing research in order to work towards the chartered member level. To be at this level, I will need to know how to create a learning culture that supports continuing professional development and how to engage with stakeholders to define capability needs and their implications for learning. I will need to know how to integrate current and future trends in adult learning and motivation into the organisations learning approach. I will also need to know how to use design principles to choose the right face to face approach as part of a learning blend (CIPD, 2020). Research could include journal articles, textbooks or attending CIPD events around coaching and mentoring. Having more practice in delivering coaching and mentoring is also another way to develop in this area and asking for feedback in order to improve. 
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