The Role of Mentoring and Performance Development in the Workplace – CPD

This essay will be looking at continuing professional development, as well as exploring the role of mentoring and coaching and how this can be used in a wide range of sectors and in different workplace environments. It will also look at reflectivity and how this can work hand in hand with continuing professional development practices such as mentoring. It will then discuss why there is an increased use of mentoring and coaching within the national health services, as well as policies on mentoring in the health sector and a similar sector to my own personal mentoring experience, that being an educational environment. Throughout, it will refer back to my own personal experience in my job role and compare how mentoring skills were carried out. Lastly it will provide recommendations for continuing professional development.

In terms of my own experience as a mentor, I had the opportunity to carry out mentoring sessions in my role as a community play worker within a local primary school. My role as a mentor consisted of mentoring other members of staff within the school about the importance of play in a child’s learning environment and how to incorporate more enriched filled play environments. Refer to the appendix, part 1, for a more in depth explanation of my personal mentoring experience.

Continuing professional development (CPD), otherwise referred to as continuing professional education, is where formal or structured courses or activities take place to help individuals develop their skills, professional development, and encourage self-reflection via educational courses (Friedman, 2012). Continuing professional development can also be informal and unstructured, such as discussions, social gatherings, and mentoring (Holder, 2019). CPD is especially important within the health and social care sector as it encourages a lifelong process of learning for the practitioner, therefore continuously improving the quality of the service provided (The Health Foundation, 2012). CPD encourages a lifelong process of learning by providing the opportunities to maintain up to date knowledge and allows an individual to self-reflect, resulting in improved personal skills and development (Drude et al, 2019). According to Vuuren and Nel (2013), CPD continuously improves the quality of the service provided in the healthcare practice, with it providing opportunities to maintain up to date knowledge, while improving their personal skills, and personal development. Vuuren and Nel (2013) comments would suggest that the reason why my manager wanted me to carry out the mentoring sessions with the other members of staff within the school, was to provide the staff with more up to date knowledge on play and the benefits it can have on the children, their behaviour and academic performance. My manager instructed me to carry out mentoring within my role as a result of members of staff within primary schools forgetting the importance play has on a child’s development, as many teachers seem to focus more on them progressing academically, and maintaining good behaviour. This information is also backed up by research, showing the importance of mentoring to help support teachers create enrichment filled play sessions.

Reflectivity is defined as the process where one understands how their own influence and actions can have an impact, which leads to a greater self-understanding and self-change (Goldie, 2017). Reflective practice is a form of reflection which is often applied to those in a professional context, to go further than reflecting mentally, to address complex problems, or issues in place, with it resulting in improving the professional practice (Tremblay et al, 2013). It has also been considered that reflexivity is a crucial factor for improving a professional's knowledge and practice (Pawar and Anscomb, 2015). Reflectivity is important throughout the process of continuing professional development, as without reflectivity one would not learn how to improve their knowledge and skill set (Neary and Johnson, 2016).

My current role is working as a play worker in a local primary school in Neath. As part of this role I was asked to carry out a number of mentoring sessions with other staff members, to help further develop their understanding of play. Reflectivity was observed in the mentoring sessions with the staff at the school, as the aim of the mentoring sessions was to improve the other staff members knowledge on play, and work together to create more enrichment filled play sessions, so that going forward the teachers will have improved and up to date knowledge of what play activities the children need, and specifically why they would benefit from each activity. This would therefore improve the practice and the learning environment for the children. A specific example of where reflectivity was observed in the mentoring sessions, were how the teachers would discuss what they had taken from the mentoring sessions so far, and how they had implemented them. We would then discuss new ways in which they could change existing play sessions and incorporate new ideas into them. Whilst doing this I would also take the opportunity to teach them how to identify different play types such as locomotor, mastery, and discovery play, and identify new ways to use them within the classroom, and the school as a whole. Please refer to the appendix, part 2, to view the different play types help sheet, which was used in the mentoring sessions.

According to Eby et al (2010), there is a lack of consensus on the definition of mentoring, with it being ‘heavily debated’ in some fields of work. It is highlighted by Eby et al (2010) that no two mentoring relationships are the same, due to factors such as the duration of mentoring, as well as the end goal of mentoring that may differ across different relationships and different work settings. An example of this is how my mentoring experience with the staff in the primary school has so far been a shorter duration compared to me being mentored throughout university by staff members, where I have studied for the last 3 years. The end goal also differs, as my end goal is to improve and educate other members of staff about play, for them to better implement it in the future learning environment, whereas in university when I have been mentored it has been to support my learning development and to help me improve academically. However, there is a similarity with the main factor being that there is a mentor and a mentee, who work towards a goal. This is further iterated by Minton (2016), who suggests mentoring is where an individual with greater knowledge or experience helps to support and encourage people to develop their skills, improve their performance, and maximise their potential.  Allen et al (2009) proclaim that mentoring has evolved over the years, with it now being conducted in a range of settings, some on the basis of giving moral support, while others are more in a counselling setting depending on the complexity of the needs of the mentee in question, with some needing more support and guidance than others (Edwards and Neumann, 2014).

According to Brockbank and McGill (2006), it is important to recognise that mentoring is not the same as coaching or counselling. While mentors do tend to share life experiences and learnt knowledge in the field of context, it is not intended in a directive approach to take control of the relationship between them and the mentee (University of Reading, 2020). Coaching on the other hand tends to typically require minimal and controlled sharing of experiences, but the main skills used in mentoring, coaching and counselling such as empathy, listening and asking questions overlap, which is why there is sometimes confusion between the three (Parsloe and Leedham, 2017).

Mentoring and coaching are becoming more widely used CPD practices within the health sector and national health service, due to some arguing that it is required to keep staff members up to date with knowledge and skills, but also that it increases job satisfaction and stimulation (Social Care Wales, 2018). It is also argued that CPD in the workplace helps individuals feel more fulfilled in their role by helping them reflect and improve their skills and knowledge, with it also providing an opportunity to progress through their career more efficiently (McDonnell and Zutchi, 2006). Some of the ways CPD can be observed in the workplace is by workshops, mentoring, e-learning, coaching, and one which is often observed in the health care setting is shadowing (Mills, 2013). Shadowing is a learning technique where the learner will closely follow a member of an organisation over an extended period of time in an attempt to learn from observation, while also having the opportunity to watch first hand, and ask questions if needed (Bate and Robert, 2007). The shadowing mentoring technique is most commonly observed among students studying to go into a health care sector due to the benefits linked to the specific technique of learning, however it is also observed with those who have qualified in the sector and are doing it as a form of continuing their professional development (Haroun, 2016).

As well as CPD practices being widely observed through multiple sectors, some workplaces also have mentoring policies in place. The Fun Foundations Day Nursery (2020) mentoring policy for example, provides a consistent approach to mentoring in their workplace. The policy sets out a framework to support the development of mentoring practices, based on the best principles to work hand in hand with the organisation's overall strategic plan and annual review process (Fun Foundations Day Nursery, 2020). The organisation uses mentoring as a tool for self-directed learning, with mentees being mentored by members of the team with more experience in an attempt to transfer skills and knowledge, therefore encouraging the development of professional learning (Fun Foundations Day Nursery, 2020). The policy also highlights how mentoring is a valued element in the process of staff development at the organisation in order for staff to continue their professional learning and develop their skills, enabling them with an opportunity to provide a better service (Fun Foundations Day Nursery, 2020).

Another company which has a mentoring policy is the National Health Service South West Leadership Academy (NHS SWLA) (2017). The NHS SWLA (2017) provides a framework for all those who take part in the practice of coaching or mentoring in the health care sector, providing support and guidance for the best practice and in turn following the highest of ethical standards. The policy exists to provide a pathway for those within the health care sector who have been identified as needing guidance with their professional development or those who have been referred as part of their appraisal review (NHS SWLA, 2017). It is also encouraged for individuals in the health care sector who are attending leadership and management training to attend mentoring and coaching sessions, in order to gain more experience and take it forward into their own practice (NHS SWLA, 2017). Overall the policy outlines the structure and requirements of the sessions, despite the need of the client, such as maintaining confidentiality, professionalism and ethical standards, but the policy exists to advocate continuing professional development within the national health service, and the health sector as a whole (NHS SWLA, 2017).

These two policies were constructed upon the idea of similar practice, such as improving the staff members skills and continuing their professional development, however they both differ slightly in terms of approach to suit the needs of the organisation. An example of this is how Fun Foundations Day Nursery (2020) mentoring policy is in place to continue the professional development of all staff members by holding regular mentoring sessions, whereas NHS SWLA (2017) coaching and mentoring policy is more for individuals in the health sector who have been identified as needing extra guidance and mentoring to develop their professional learning. The way the mentoring sessions were carried out in my job role were more along the lines of the Fun Foundations Day Nursery (2020) approach, by providing guidance to the other members of staff, and informing them with the up to date knowledge of play and the benefits of it, in comparison to NHS SWLA (2017) approach, such as carrying out mentoring sessions with members of staff who I believed needed the sessions more than others.

Upon me gaining the experience of mentoring in my job role, it has highlighted to me how it can be used as a useful tool in terms of continuing professional development, both for the mentor and mentee. I believe like my confidence skills alone have increased dramatically due to mentoring people being outside my comfort zone, as well as it having taught me how to communicate more efficiently and improved my listening skills. This experience and research has also shown me the benefits of mentoring in the workplace, and how it can positively affect me and my colleagues going forward.

As a recommendation for myself, going forward in both an academic environment and my workplace, I will use reflectivity more often to self-reflect on my work, and take up the opportunity for mentoring where possible to continue my professional development. If given the opportunity to provide feedback to my manager in work, or a course director in my academic studies, I will also recommend that more mentoring takes place and encourage reflectivity.
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Appendix

Part 1 - Mentoring Reflection Sheet
	Date and time
	3rd February – 17th February (30 minute/hour sessions - times and dates varied depending on when the teachers were free for a mentoring session)

	Give an overview of the setting such as mentoring, VIVA, wider support etc.  State how long the session took and importantly what the purpose of the session was.
	I carried out my mentoring sessions in my job role. I work as a community play worker in a primary school in Neath Port Talbot. My job role is under a pilot scheme meaning that it is only running until July 2020 unless the project is deemed successful, and funding is granted for the following academic year. In my role I work independently to provide more play opportunities for the children in the school as research has found that more play can benefit a child’s development as well as provide a positive impact on the children’s learning. The school I work in reached out to the council to part take in this project after finding out the many benefits that could come of it, as well as admitting they have numerous students who could benefit from this (such as children with behavioural problems, children with low self-esteem, and for children who struggle making friends and playing with others). As my job is part of a pilot study and there is uncertainty as to whether I will be back in September providing a play service, part of my job role is to provide mentoring to other members of staff within the school such as the teachers and lunchtime supervisors, so that if the pilot scheme does not continue the teachers would have learnt valuable information and resources, to enable them to continue some of the play opportunities in the following academic year.

	Reflect on if you feel the session met its aim and could be considered a success.  Think in terms of how well you passed information on or helped the mentee to reflect on their own practice and learning.
	Overall, I believe the sessions have gone well with the given circumstances. The original aim was to provide the staff at the school with more information and techniques for play opportunities so that they would be able to continue them in the future. Due to the school being such a small school with only a small team of staff, it was a struggle to try to organise free time with members of staff to which I could sit down with them and have a mentoring session. This was therefore a barrier as on top of doing my own play sessions with the children, as well as paperwork, there would be very few opportunities to carry out a mentoring session where we could sit for an hour or longer. I think the sessions will be much more successful by July 2020, as by then multiple mentoring sessions would have taken place, however at the moment I think more mentoring sessions are needed, as 10 hours so far isn’t enough. I think I did well to pass on information to the best of my ability, as well as answering questions and providing guidance where necessary. However as mentioned above, I think more mentoring sessions are needed for the teachers to gain a better understanding of their own practise and reflect more on previous techniques and new ones, to create the best opportunity of play going forward.
 
 
 
 
 
 
 
 

	Reflection on what you learned from the experience and if/how you feel your skills are developing.
 
 
 
 
	To reflect on the experience, I have definitely developed my communication skills, as well as increasing my confidence when communicating with others. Originally this would have been something out of my comfort zone, especially due to me mentoring members of staff who were older than me and had more experience in the school environment. However due to this being my job, I understood that it was something I must do, and I had to jump into the opportunity despite it not being something I was experienced in. I also feel like my listening skills have improved greatly, as well as my problem solving skills, as I not only had to use these skills in the mentoring sessions themselves, but I also had to use these skills to try organise the sessions, and work around the possible barriers. Despite it being out of my comfort zone at first, it is slowly becoming a more natural process to me and I feel that from this experience, that by July this will almost be second nature to me.
I have also learned that not everyone is open to new ideas and possibilities with some members of staff being more hesitant to the project and less co-operative, however I have found that patience is important and just like mentoring originally being out of my comfort zone, this may be out of theirs too. My manager also informed me at the start of this project that it may take a while for all staff to thoroughly understand the aim of the project, with some members of staff thinking I was going in to change what they already do/make adjustments to what they are used to. These comments made more sense to me as the time went on as it became apparent which members of staff were really open minded to the project, and some others which didn’t understand as much and portrayed quite a closed character throughout the mentoring sessions.


 







Part 2 - 16 Play Types Help Sheet
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