On the job training
1.
Castle leisure has had a coaching and mentoring policy for many years. It is an inclusive policy and operates throughout the organisation from the most senior to new starters. Cox, et al., (2018)
Looking at this policy from the bottom up, Mentoring begins at induction. The director of people for Castle leisure used to be a primary school teacher and found that the mentoring process for new teachers could be adapted to all new hires Ingersoll & Strong, (2011). The new starter will be given what is called a buddy(mentor) on day one. This buddy will guide them through their probation and beyond. They will work the same shift pattern and will generally always be together. This relationship changes as time goes on from a very close working relationship where the mentee will learn the job from the mentor, to a I need your help relationship on a when needed basis.
I believe this works well and we often find very close friendships between the two. On occasion there is clash of personalities and at that point we may step in and change the mentor grouping around.
The next stage mentoring is from head office managers to site managers. Each head office manager will have at least two site general managers to mentor. I have two and when I was assigned to them, we had regular meetings and discussed any issues the manager had. I have been working with the same two managers now for the last 3 or so years, the meetings are now less frequent and are when the manager needs guidance. Our meetings are led by the managers and they come with what they need to discuss. This can be a current issue with their own development or more likely due to my job role is how to deal with a people problem at their own site.
The final stage of mentoring the company utilises is Director mentorship of Head office managers. Each head office manager is mentored by their department head. I have been mentored by the director of people and organisational change for the last 3 years. The relationship is built on the director mentoring me to take over her job at some point. This kind of mentoring is used for succession planning, this is something we utilise throughout the organisation, but it is focused on highly at my level.
Coaching is used by Castle Leisure as avoidance of disciplinary procedures. Before any formal procedure is followed by under performers, they will be coached in how to improve their performance in the workplace, they will be given a timescale to improve and will have regular structured coaching sessions by their line manager. Only if this fail and no improvement is seen will the manager start the formal process of disciplinary.  
The organisation has had these programmes in place since the current director of people started with the organisation 4 years ago. I believe they are a robust set of policies and work well for castle leisure. They are updated every year or so to follow current trends, but other than that I believe they are still fit for purpose.
There is one area that I believe Castle leisure could improve, Mentoring head office managers is great and we all get a lot from it. I believe that being mentored by your own department head only gives you a blinkered gain. If we could have some external coaching to enable us to focus on our goals and performance, I believe that by the time we are given the department head, Executive or Director roles we would be better equipped to succeed.

2.
Castle leisure’s Coaching and development policies are built into the L&D policy. I believe they are robust and based on best practice. I stated earlier that the current Director of People used to be a school teacher, she has used her knowledge of best practice from the education sector and incorporated it into our onboarding or induction programme Ingersoll & Strong , (2011).
For the rest of the mentoring programme, she has followed best practice from the rest of her career with the NHS working in the NHS leadership Academy. The NHS have a robust L&D programme that is based around their own research into the subject. NHS Leadership Academy, (2021).
As we are such a large employer Pre pandemic 1591 employees, Post pandemic 1052 employees I believe that we should employ a Mentorship manager, This role would only focus on the mentorship programme and not have to deal with all the other HR day to day activities as well as all the day to day training. Currently the mentoring programme is overseen by the Director of people, This is a board level job with many caveats. Having someone solely focus on mentoring would definitely increase it potential and follow current trends and best practice.

3.
I am at the beginning of my coaching and mentoring journey, looking at the profession map and people practice in particular I have the ability to understand the different models of coaching and mentoring and am able to apply them in a small manner.  I am also aware of the value and impact they have on an organisation from new starters through to executive level. This is a field that I am interested in and increasing my understanding of, it was highlighted in my personal development review in 2019 as an area that I wanted to progress and needed to progress.
That said, last year I was booked onto the British school of coaching’s 4-week mentorship programme. This was of course cancelled due to the pandemic, but I hope to rebook as soon as possible. This Programme would further my skills in:
· Understanding the benefits of a coaching approach over more conventional approaches to business support and interventions.
· Understanding how to build trust and credibility for influencing key stakeholders
· Be able to assess their own organisation in terms of its adaptability to a coaching culture, including the role of line manager as coach.
· Be able to apply coaching approaches, models, skills and behaviours to various HR/business scenarios including conflict resolution, change management, giving feedback and stakeholder opposition.
· Develop an action plan for implementation in their organisations.
I believe that the training will enable me to lift my understanding and experience beyond associate level.
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