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Evaluation of current Coaching & Mentoring Approach at the National Autistic Society
The organisation, like many of its contemporaries, recognises that coaching and mentoring is a powerful means of optimising personal effectiveness and delivering improved organisational outcomes which is in line with the spike in popularity of counselling and mentoring being used to develop employees skills, knowledge and performance (CIPD, 2019).  The National Austistic Society subscribe to a philosophy of supporting these outcomes through continuing professional development and an ethos of devising bespoke coaching and interventions that meets people and/or services where they are at.  The organisation does have a demographic that includes a high number of Gen Z employees and the cutlure of calling out discriminatory behaviour, pro-actively addressing poor practice, thereby creating environments that work for autistic people does resonate with them.  This aligns to a study conducted by Henley Business School (2019) which identified that two thirds of Gen Z employees wanted a career that made a difference.
According to a UK Working Lives Report, open and honest communication has been identified as lacking within organisations (CIPD, 2018).  In order to foster transparency and two-way dialogue which is essential given the nature of work undertaken at the charity, the organisation is committed to ensuring that learning and development is facilitated at all levels of the organisation and at every stage of the employment cycle.  This commences with onboarding, where new joiners are inducted into the NAS Academy Foundation Year which is a framework that provides a consistent and structured aproach to the first year of employment, wherein training and development are geared towards the requirements of all staff supporting autistic individuals, underpinned by reflective practice.
Coaching and mentoring are at the forefront during this period as the aim of the programme is to fully school new joiners in all aspects their roles within the organisation, whilst ensuring that best practice and regulatory guidelines are adhered to.  Experential learning is key to the success of this first year and employees are given exposure to key tasks within their roles and coached in developing their reflective practice skills.
In keeping with current trends in this area in terms of managers increasingly being utlised to develop the workforce (Connor & Pokora, 2017), the charity does leverage its managers’ coaching and mentoring skills in order to develop its workforce as budget constraints do not allow for external coaches.  This aligns to contemporary research highlighting the importance of the employee / manager relationship.  Gallup (2019), for example, reported that 70% of engagement related variances relate to the environment that managers create for their teams.
During the orientation stages for new managers, employees are allocated a practice mentor who is on hand to support them through a managerial foundation programme which utilises mixed mediums to upskill new managers (these include online management training, shadowing sessions, discussion forums on Yammer and one-to-one mentoring discussions) and cover off people management skills and autism specific training.
Whilst the organisation subscribes to a culture of mentoring and coaching, embedded through regular supervisions, there are, however, aspects of the performance management process (eg: the annual appraisal) that breaks away from the model of experiental learning and reflective practice.
According to the annual staff survey conducted in October 2019, the overwhelming view was that the appraisal process offered little value to ongoing growth and development.  It may be that a consideration for the organisation would be to do away with this in favour of linking the outputs from supervisions to a competency framework for each grouping.  This could be utilised to identify top performers and provide a further opportunity for coaching and mentoring to play a role preparing people for the next stage in their careers.  This would be in keeping with current trends as evidenced by the number of organisations that have done away with appraisals in favour of more regular, informal interactions – River Island and Deloitte amongst them (CIPD, 2017).
A further area that could benefit from a review is the evaluation of these programmes.  Jones & Gorrell (2018) espouse the view that employers benefit from an enhanced bottom line when employees are instilled with the sense of empowerment that coaching and mentoring provides, however, the organisation is guilty of failing to consistently and comprehensively calculate the return on investment of these initiatives, which Forbes (2017) cited as a common failing in the majority of organisations.  The techniques utilised for evaluating and measuring these programmes have historically relied on evaluating programmes through gauging reactions to learning and behaviour and performance change, however, the focus needs to shift to measuring the level of organisational results and return on investment.
There is however, also a wider issue regarding the selection process for senior support workers as what the feedback is indicating is that much of the knowledge being shared is not translating into services and there is little evidence to support that practice has improved across wider teams as a result.


Record of Discussion with HR Director (“BA”) – 22 January 2020
The CIPD profession map (CIPD, 2018b) makes reference to applying coaching and mentoring in order to add value and create impact and these skills are a key component of the Area HR Manager role in that you are required to extend your influence beyond your immediate area (Wales, in my case) and to continually seek ways in which to broaden the knowledge of frontline managers in order to grow capacity in people management skills and know-how across the organisation.
BA and myself reviewed the work that I have undertaken to date in this regard which includes presenting at the Building Capacity Workshops for managers across the UK that I attend on a quarterly basis.  During these sessions, I present the segments relating to managing probation / conduct and co-faciliate a workshop on how to play a faciliator role at the assessment centres that conducted during the recruitment process. 
Additionally, I present the absence management slot at the Manager Development Programmes in Wales.  In terms of informal mentoring and coaching opportunities, I have ongoing discussions with lead managers at bi-monthly HR update meetings on a one-to-one basis and coach them in managing the more complex cases as well as draft any outcomes in this regard.  One of my team members is on the spectrum so I have mentored him in how to progress within the field of HR and I am currently supporting him whilst he undertakes a CIPD qualification.
Each area manager has been allocated a new workstream for 2020 and I am co-leading on Recruitment for the UK with one other.  In order to realise measurable improvements in our attraction and onboarding process, it is acknowledged that this project provides a further coaching opportunity.
BA is of the view that I have demonstrated that I can adapt and apply different models of facilitation, coaching and mentoring across an array of situations and that the work I undertake is comparable with the level of a chartered member of the CIPD.
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