Karen Lyall

[bookmark: _GoBack]Mentoring and Coaching: Using the Collaborative Learning in Practice (CLiP) Model in the Health Care Environment

Presently I am studying as a year two nursing student at University of Wales Trinity St David (UWTSD), Swansea upon successful completion of this course I have been accepted into Swansea University to undertake an adult nursing degree programme. Future plans on from completion of my adult nursing programme, currently I am considering a further progression into health visiting. I believe that I would be suited to this field of nursing as I feel that I possess many of the essential skills which may be required and facilitated by this role, skills which include being well organised, with the ability to assess and function within challenging situations. During past and present employment’ I have worked independently together with working as part of a team which I feel would be important to a health visitor who would spend a portion of time working independently but at times it would be necessary to work with other health and social care personnel. Throughout my professional and family life I have needed to be very organised while being flexible and prioritising my time and workload all of which would be important in a health visiting setting. I believe that I possess good communication skills with individuals at all levels while being able to find ways in which to eliminate problems whilst possessing a high level of common sense which is important in enabling and forming good judgements of a situation (NHS England, 2019). Department of Health (DoH)  (2014) describe the importance of the health visitor as a person who is able to assist not only children under the age of 5 within a family on health problems, concerns or vaccines. The health visitor can support the family by providing support on child care and development issues through to providing advice and information on problems such as housing and education together with supporting the parents to ensure they feel confident in providing the best opportunities available within a safe environment for their child.

Coaching is a term used to describe a form of leadership by helping to enable a person to focus and achieve a requirement. Coaching can be a useful way of improving and teaching an individual a new skill but can be most effective if a person wants to be coached otherwise coaching may have a negative effect. A coach is usually a person who is experienced within the area which an individual is to be coached in, the coach must also be able to establish from the beginning what is expected from the individual, what the individual should achieve together with ensuring that an individuals’ experience of the coaching is positive (Leadership Connections, 2019). Sparrow (2008) states that coaching usually occurs to take an individual to a set of targets or skills which may be focused on a certain area but can be seen as assisting an individual of the skills required to fit within an organisation which could be viewed as ‘paid for and educational’. While the Cambridge Dictionary (2019) defines coaching as a person who is employed to teach others or a small group of people to improve a skill.

Coaching originally began towards the end of the 1880’s, the term is often connected within a sporting development environment the word coach is also a term for tutor or trainer. During the industrial revolution structures of the need for training, motivation and organisational structure were brought to the attention of the management of the times.  In the 1960’s and 1970’s the first coaching articles were published to highlight to managers how coaching could improve performance. During the 1980’s there was a noticeable growth in coaching and its literature which became part of leadership development training. Through to the present day most organisations and businesses acknowledge that in order to develop coaching is necessary. From its origins in the industrial revolution to the present day, coaching has adapted as necessary but throughout coaching has relied heavily upon other perspectives like psychology, social sciences and several others (Morrison, 2010).

Mentoring is usually used to describe a professional environment when an experienced individual (mentor) assists another individual (mentee) by developing their skills and knowledge in order for the less experienced individual to gain and enhance their knowledge within their professional environment (Management Mentors, 2018). While Dictionary.com (2019) defines the technique of mentoring as when a junior individual is placed into the care of an experienced individual in order to assist them. 

The origins of mentoring date back to Greek mythology when King Odysseus entrusted his friend to watch over his son Telemachus, originally a mentor would have performed a guiding parental relationship which is still similar today. Throughout time many successful personalities had mentors who cared and assisted in their growth and development, personalities such as Alexander the Great and Aristotle, the poet T.S. Elliot and Ezra Pound, Martin Luther King and Dr Benjamin Elijah Mays, Beethoven and Mozart both had Hayden, to name but a few. In medieval Britain prior to the industrial revolution craftsmen within cottage industries would mentor to pass their trade on to their pupils. After the industrial revolution many cottage industries disappeared to be replaced by large factories where apprentices were subjected to impersonal training techniques rather than the informal system of mentoring. However, since world war two more attention began to be given to the training and development of employees. As organisations try to adapt to cost effective training methods more began recognising the benefits of an individualized approach to development so began to incorporate the concept of mentoring into their training and development programmes and regard mentoring as a highly effective development tool (Nayab, 2019).

The Chartered Institute of Personnel and Development (CIPD) (2019) emphasises that both coaching and mentoring are forms of approach which can be effective and are widely used as a development tool, while recognising that coaching can be appropriate during challenging times as it can be flexible and low-cost but there is a lack of understanding as to which situations are the most effective at using coaching or mentoring as learning and development strategies (CIPD, 2019).  Coaching and mentoring both use the same skills and approaches, but coaching is based upon a task or skill so is relatively short-term which can be structured formally, where focus is usually given to achieve a specific goal or skill where the coach is often not directly experienced. While mentoring is more of a long-term relationship which can be informal where not only can knowledge and skills be improved, but also advice and guidance. The mentor is normally more experienced and qualified than the mentee within an organisation and the mentor usually has a wider knowledge of the skills required together with experience (Brefi Group Ltd, 2018).

The NHS Leadership Academy (2019) has identified the use of coaching and mentoring for leadership development by developing systems at all levels to support the health population, to build leadership, to shape and develop focused talent for succession to plan the health and social care economy, while transforming and redesigning leadership practice for patient care.

In nursing a mentor needs to demonstrate their professional knowledge and skills together with competences with continuously updating in order to remain a mentor, the mentor must confirm whether a student has or has not met the Nursing and Midwifery Council (NMC) competencies in order to continue their student programme or for entry onto the professional nursing register. The function of the NMC is to ensure and safeguard the public’s health and well-being, therefore they need to ensure the work proficiency of nurses and midwives, ensure a professional register is maintained and up to date, set the standards of education, ongoing professional development and training while producing a code of conduct ensuring nurses and midwifes carry out their professional role. Nursing mentors would need to maintain and merge these standards within their role with their mentee. The nursing mentor would be required to support a student while identifying and recognising the learning needs and experience to be correct to the learning level, while introducing differing learning experiences with patients and health professionals, make changes appropriate to enable a positive learning environment, enhance both personal and professional development of others (Murray and Staniland, 2010).

Lobo, Arthur and Lattimer of the University of East Anglia (2014) worked together with a hospital in Amsterdam which identified that the traditional method of mentoring being carried out for learning was organised by the philosophy as to how students learnt in practice. Under the new form of mentoring known as the Collaborative Learning in Practice (CLiP) a student would not work individually with a mentor but collaboratively with other students with the guidance of a day coach or mentor. The day coach would then look after a group of patients but the care which they would receive would be given by the students. One of the main principles would be that during a shift the mentors’ responsibility would be to carry out coaching only and no other ward activity therefore freeing up other registered nurses who would be able to focus on caring for patients and other ward activity. Normally a coach would support three students who would all be at differing stages of their learning which also helps for peer learning while working together. Depending upon the size and type of ward, the number of students could also be increased per shift leading to the possibility of increasing the amount of placements available for students. The students would be allocated between one to two patients depending upon their level of learning, this approach also focuses strongly on person-centred care. The coach would only be teaching and supervising students throughout their shift. The day would be well structured with analytical discussions about their cases at the start of the day and throughout the remainder of the day until the end of their shift. This form of coaching is very much student led learning, while the coach or mentor would be encouraging and prompting the students to find solutions and take responsibility for the care they would be providing rather than the coach using traditional teaching styles, this would then create a positive learning experience. The coaches themselves would be supported by a Clinical Educator who would be able to assist in developing and applying the appropriate style of coaching necessary for student development. However not everybody would be willing to coach if this occurs the person may not be a good positive coach to the students (Lobo, Arthur and Lattimer, 2014).

Merrifield (2016) reported on the positive impact that the CLiP model has had in several hospitals by the improvement of the quality of learning students received ensuring that they were more confident once qualified. Since the introduction of the CLiP model the number of students on placements in the wards doubled helping to ensure more training placements are available, where previously there was a high number of students leaving their training. The CLiP model has also had a positive impact on qualified staff as nurses are questioned by students the nurse then reflects upon their own practice within a learning culture. There were concerns in the beginning while introducing the CLiP model of the mentors’ accountability when signing off students together with some staff being concerned so needed reassurance for the care being delivered by students (Merrifield, 2016).  

The Royal College of Nursing (RCN) commissioned a report to evaluate the effectiveness of mentoring for student nurses the report found that mentoring using the CLiP model could be beneficial to both the mentor and the mentee, as the learning is just as effective as classroom learning. The report further found that students were able to improve communication skills as well as their self-confidence and critical thinking. The CLiP model can also help to improve leadership skills, better retention of staff with a decrease in anxiety levels. The report also highlights that while students are able to mentor other students through the CLiP model it is essential to have suitable qualified and experienced staff as mentors (Bazian, 2016, P.27).

In a case study of the CLiP model it is agreed that this model can increase the knowledge and confidence of students. Patients can also benefit by having an increased amount of attention so reducing the amount of call bells being rung in order to gain attention. Evidence documents that the capacity of students is increased while the mentor, student and the patient are all able to achieve a greater level of satisfaction (England Workforce Information Network (eWIN), 2019, P.7).

The NMC (2008) emphasises the importance of mentoring in order to ensure an effective positive learning environment by influencing students to integrate themselves into the practice of care and its settings by providing and facilitating learning by creating positive working relationships while recognising the stage the student is at in their learning and adapting according to the individuals’ needs and strategies.

During my current and previous employment’s, it has been necessary for myself to mentor or coach other members of staff. This has usually been necessary as the staff members are new to the organisation or role and require assistance in not only the new and varied skills which are required throughout their role but also practical and useful information which can only be gained through experience, from reasonably small matters like where the toilet facilities are located, where is the best and safest place to park the car, to more serious and important information. I am always aware when I am carrying out the role of mentor that I do not come over as being patronizing, I am also aware that some people may feel that they already know everything so therefore do not require any form of mentoring or coaching. When this occurs, I always remain professional and try to turn the experience into a more positive one for the mentee by then questioning them so they can then reverse the role in order to gain an understanding of what knowledge the mentee has of the task in question. At times the mentee may understand the task quite effectively however at other times the mentee would have completely the incorrect idea of how to perform the task or skill competently.

Once I am assured that the mentee has a sufficient knowledge of the task I would then require them to carry the task out by themselves but I would always be nearby assessing just how they are carrying the task out ensuring that they recognise when they had performed it incorrectly and then corrected themselves, I would then enable them to carry on. However if an error was made and not corrected and it was evident that the mentee has not acknowledged the error I would intervene by stopping the task and asking the mentee if they were aware of what error had occurred and what measures should be taken to correct the error while also ensuring that the same error would not continue to occur. I personally believe that at times it is necessary to make errors (if they are not dangerous or harmful to themselves or others) as a positive step as sometimes it can be more beneficial to remember not to carry out a skill or task in a certain way as it can bring more recall to a persons’ thinking when corrections are made.

When mentoring an individual, I feel that I am constantly questioning them in the early stages of their learning as I find this approach beneficial to myself and the mentee as we are both able to gain an understanding of just how much learning and knowledge the mentee has gained.

When I carry out any form of mentoring or coaching I always try to empathise with the individual as for some it can feel stressful, confusing and at times frightening especially if they are starting a new role they may not have a great deal of knowledge about in possibly new unfamiliar surroundings with new people. When this occurs, I try to put the individual at ease by just assessing the level that they are comfortable with, at times it may be necessary to talk informally about outside interests and family in order for the individual to feel more at ease. Once this has happened the individual usually settles down and interacts more positively. From experience I acknowledge that during the first day or two, sometimes not much information is retained, I do express this to the individual in a light-hearted manner, so that if the individual does worry from the beginning this usually helps them to relax and feel more comfortable within their environment enabling them concentrate on their learning.

On a personal level I do not necessarily enjoy coaching but do recognise the importance of passing on skills and knowledge to others in order for them to benefit. I always try to feel empathy while remaining calm and patient, as I feel that this is very important after all everybody has to learn and start from somewhere. Therefore I carry out any mentoring or coaching which is necessary whenever it is required no matter how small or large the task or skill maybe as in the long term the mentee would be gaining more knowledge and I myself would be interacting within the role and constantly updating myself on what is the best and most efficient way to perform the task.

During our second year of studying at UWTSD, we were required to become mentors to the year one students in order to be of assistance to them with any help, advice or guidance which they may be requiring. However, this unfortunately was not successful mainly due to a lack of participation from the year one students. Several messages were sent to the students to introduce myself and to inform them that I would be available to be their mentor for the coming year. Unfortunately, not all of the students acknowledged or replied to the messages, however one student did so arrangements were made for a mutually convenient time and place to conduct our session. After waiting for quite a lengthy time at our arranged session the student failed to attend. Therefore, new arrangements were made to conduct a new session, again unfortunately the student failed to attend this occurred several times, the remaining students has also been invited to attend these sessions but also did not acknowledge their messages or attend any of the sessions.

Therefore the experience I gained from attempting to mentor the year one students is one of negativity as the students would not communicate or attend the sessions, but also highlights the fact that both parties, the mentor and mentee, need to be focused, enthusiastic and committed to ensure that any mentoring is able to take place while acknowledging that participation is an important function in any form of mentoring or coaching in any form of environment and at any level.

Mentoring can be important to individuals as they are able to feel that there is someone to assure them and to assist with challenges. A good quality of relationship in mentoring can enable an individual to feel positive while assisting with their growth and development, without positive mentoring can lead to individuals not achieving their real potential (MENTOR, 2019). 

Namin-Hedayati (2013) identifies that mentoring has become an invaluable form of assisting with career development to meet demands of high standards whilst being cost effective. Mentoring benefits from being carried out within the relevant environment unlike more traditional learning and training methods which are often carried out through a one-way teaching process which are not always effective. Mentoring can be effective in helping a student transfer from their educational environment into their chosen work environment, unlike traditional mentoring which may have been used as a method of further career progression and development. Currently mentoring is being used within many establishments as universities, schools together with other educational environments to assist students and pupils achieve personal and social skills while improving their self-confidence. Mentoring is implemented as an effective tool within the community to assist and provide support for individuals and groups regarding issues concerning society and social welfare to reduce the risk of being excluded from society, while providing a form of emotional support. Individuals who may benefit from mentoring within the community include unemployed individuals together with individuals leaving a prison environment (Namin-Hedayati, 2013).

The CLiP model of mentoring is a more informed and appropriate method of mentoring in comparison to the GROW (Goal, Reality, Options, Will) method of mentoring. The GROW method uses a coach or mentor who is not an expert within the area they are mentoring while the mentor would not offer any advice or direction to the mentee. The mentor would recognise what goal needs to be achieved then structure a format to address the goal. The mentor would take into consideration what level of learning the mentee is at in order to provide the correct amount of learning required to reach their goal. The mentor and mentee would carry out a discussion to establish what learning objectives need to be carried out in order for the mentee to reach their objective or goal. Finally, the mentor would identify to the mentee what actions the mentee would need to commit to carrying out in order to reach their goals. With the GROW method the mentor and mentee would set a date when a review would be carried out to assess if the mentoring is effective with the opportunity to make changes to the approach if goals are not being met (MindTools, 2019).

The Institute of Clinical Research (2019) highlight a method of mentoring where a mentee would have more than a single mentor whom they would meet with individually. This form of mentoring could be negative to the mentee as there would not be any teamwork involved, a positivity could be found by as a mentor is usually involved within a busy and demanding environment if there is more than one mentor a mentee should be able to access any one of them at any given time. This form of mentorship may not be suitable within the health care environment as students may find difficulties in reaching their mentor together with the mentor may not be able to relate to an individual mentee when several mentees may be given guidance but not necessarily been interacted with on a regular basis.

To conclude currently in the UK the form of mentoring being carried out with many student nurses is the CLiP model of mentoring. This form of mentoring ensures that a qualified, experience and registered nurse mentors a group of students from all levels of their development within a ward environment. The students would then be the main care providers for a number of patients throughout their daily shift. The mentor would adopt a method of listening, questioning and observing the students throughout a structured day which would be set out at the beginning of a shift with regular reviews through the day with a final reflection at the end of the day.

Students can benefit from the CLiP method of coaching as they are not in a classroom environment but participating within their chosen environment. The student would be able to benefit from the knowledge and skill of their mentor which would be more informed and practiced unlike classroom text book learning. By having a mentor group would enable students to interact together with students at different learning stages who may be able to assist each other with other concerns and advice which may not be available from a teacher within a traditional classroom setting.

The mentor may benefit from mentoring students as they would be able to interact with unqualified personnel who may then question a technique being performed where as a mentor would then if necessary be able to assess if the technique may be carried out differently.  The mentor would also be able to recognise if a mentee is finding difficulties within their situation and therefore be able to address them appropriately by maybe providing extra support for the mentee if necessary, in accordance for their learning level and ability.

In order for the mentor to be effective to the student or mentee the mentor should also be supported by other staff who also carry out the mentoring function, this could be important to the mentor if difficulties occur then the mentor has someone available for themselves to consult, receive support and advice from in order to perform their mentoring role successfully.

A main disadvantage of mentoring is when either or both of the parties are not committed to participating fully within a mentorship programme, as the programmes rely upon the mentor projecting a positive approach to assisting the mentee in achieving their goal. While the mentee needs to participate with enthusiasm to produce positivity while recognising and respecting the knowledge and assistance being provided by the qualified mentor.

The National Health Service (NHS) would benefit greatly by adopting the CLiP model of mentoring as this would then enable more provision for placements of student nurses, therefore universities would be able to allocate more places for student nurse applications. The students would gain first-hand knowledge from experienced personnel resulting in more qualified nurses. In turn these newly qualified nurses could then further benefit and establish their own leadership skills by becoming mentors to new students and therefore continuing their circle of learning. 
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