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1.

A strong coaching culture within organisations can increase revenue growth and engagement as recording in a study by the International Coach Federation. (ATD, 2018)
It is however important that all employees at every level of the organisation are aware of the coaching and mentoring provision within their workplace.

One of the Chief Officer priorities is that all Line Managers undertake a Transformational Leadership course which introduces coaching and mentoring within our organisation.  To further my knowledge, I arranged a meeting with the L&D lead on coaching and mentoring in our organisation. (EV.1)

With over 50 coaches and 7 executive coaches, we have an extensive facility that is widely utilised both internally and externally.  All coaches undertake a two-day internal training course, and all hold Level 5 ILM. We currently have 7 executive coaches who hold Level 7 ILM qualifications.  

Using our Coaching and Mentoring intranet page (EV.2) employees can request information on the available coaches and select their preferred coach/mentor by reading the profiles provided. (EV.3) This process is relatively new as previously employees would be allocated a coach by the L&D department.  Feedback from this process was reviewed and changes made, as some employees did not feel comfortable with the assigned coach, and would therefore withdraw from the coaching agreement. 

A coaching contract (EV.4) is then completed and agreed upon by both the coach and the coachee.  The coach is provided with a coaching checklist (EV.5) and a coaching activity sheet (EV.6) The coach completes a ‘record of coaching hours form’ which allows the L&D department to establish costs. (EV.7). Coaching feedback forms have recently been introduced which will allow us to evaluate the effectiveness of our coaching and mentoring provision in the future.

Together with our formal coaching and mentoring, our organisation typically applies to coach in our one-to-one meetings and appraisals. (CIPD, 2020). Colleague mentoring also takes place and I am currently mentoring a new employee.  Our formal and informal coaching blend and introduce employees to the coaching methods as a support mechanism.  

Coaching styles can include ‘push’ which is fast and led by the coach or ‘pull’ which is slower and mainly includes listening and responding to the coachee.  The ‘pull’ approach is the style that is encouraged within our organisation, which has been shown to increase creativity and commitment from employees. (HBR, 2016). The organisation has an appreciation of the work/life balance of its employees and Managers have 1:1 monthly meetings with their staff where any welfare issues are discussed to prevent any undue stress on the workforce.

Within Dyfed Powys we use the following coaching types:
Performance coaching – this is mainly used to bring about continuous improvement 
Peer Coaching – used by coaches to discuss any issues and success stories as a dimension of staff development. (Joyce & Showers, 1980)
Face to face mentoring – a more experienced colleague sharing knowledge with a new colleague – I have personally mentored many colleagues face-to-face, but due to the pandemic I have been mentoring my colleague online for the last six months.  This has worked relatively well but we are looking forward to returning to face-to-face once the restrictions are lifted.  Even though it seemed difficult at first we have adapted our methods and my colleague has continued to develop through these difficult times.
Day-to-day coaching – I coach various colleagues informally during our daily conversations.  As a Line Manager using the OSCAR model I ensure that I listen to any issues they may be having ie. time management, workload, stressful situations either at home or work.  I always ensure I listen to them, ask questions and feedback to assist them and build up relationships. 
Supervisory coaching – coaches attend coaching sessions to feedback to the coaches on their techniques, with the coachee’s permission.
Team coaching – Officers and Staff use team coaching widely within the organisation to help each other – this is used to help Officers help each other after difficult situations.

People development is one of the Chief Constables priorities and by introducing a coaching culture we are continuously improving our workforce.  Individuals are coached and mentored to assist them with promotion processes to become great leaders, teams use coaching to develop and support each other which helps us to reach our organisational objectives.  Our 2021 PDR process was completed on time by over 68% of the workforce – one-to-one meetings are recorded and can be used to support the promotion processes.  (Deloitte,2021) tells us that workforce behaviour needs to be aligned to the organisational objectives and the pandemic has brought about changes from the traditional leadership methods of setting direction and ensuring compliance to coaching, teams and mentoring.  This has been noticeable in Dyfed Powys Police with well-being now a priority.

As a hierarchical police force, we are guided by the College of Policing for the majority of our processes and procedures.  The College drive coaching and mentoring within forces but I have identified that the majority of their guidance is for the Senior Leaders, including Superintendents and Chief Constables. (EV.8).  They offer guidance on reverse mentoring but no guidance for staff in general, again providing opportunities for the hierarchy (EV.9).  As a force, we are proactive in developing our coaching and mentoring provision for staff at all levels of the organisation and not just the leaders.

Due to the pandemic agile working has become commonplace in most organisations, and we have been home working for over 16 months.  Technology has become more important than ever, and our coaching systems have become more automated, with coaching sessions taking place over skype.  This has allowed our coaching sessions to continue and employees feel supported. 

Coaching through mobile technology is available and this is something that organisations could introduce which would appeal to the younger working generation.  An example of this is ‘BetterUp’ (EV.10) where coaches engage through an automated platform that gives measurable results, personalised coach matching, 360 feedback and Manager dashboards.  97% of their customers in 2020 were highly satisfied and the process adds value by providing staff instant access.  The organisation doubled its value in 2020 and is now worth $1.73 billion which shows that technology such as this may be the future of coaching in large organisations. (BetterUp, 2021)

Well-being is paramount in Dyfed Powys Police with mental health being a high factor of concern due to the nature of the police officer role.  By supporting staff with coaching we have created a more compassionate working culture.  Our coaches are trained to ensure that models followed can be changed to suit the employee’s circumstance – an employee suffering from depression or anxiety may not be able to answer positive questions, and to re-engage them with a sense of purpose the coach’s task is ‘to light a candle in the darkness’ as written by Hetty Enzig (Illuminate, 2019)

After reviewing the coaching and mentoring provision within our organisation I identified that the organisation is already providing an excellent service but arranged a meeting with the L&D lead on coaching and mentoring. (EV.11) We discussed my recommendations and my involvement in future processes, which were met with enthusiasm. (EV.12) 

I have reviewed our coaching and mentoring intranet site, which is very informative - I would however recommend that we need to ensure that employees of all levels are aware of the facility and know where to locate information about the process.  We have agreed that this is an area that I can assist with.

Coaching feedback forms have been recently developed and these are completed quarterly. (EV.13)  As this is a new process we do not currently have any feedback but over the next 6 months, we will be able to evaluate the effectiveness of our coaching and mentoring provision.  Return on investment is another area that is not currently being measured. Along with the staff feedback, evaluation of costs including delivery and retention will be measured over the next twelve months.  Within Dyfed Powys, we have a coaching and mentoring section that is included as an integral part of our L&D budget.

As the only force with a Leadership and Wellbeing strategy called Calon and with one of the strands already looking at further developing the coaching culture, I feel that coaching and mentoring are already embedded into our organisation, motivating our employees to continue even if they face any difficulties along the way (Clutterbuck, Megginson & Bajer,2016).   Embedding this culture in the organisation and ensuring that it is highlighted in official documentation will ensure that stakeholders are aware of the value added by the provision.  It will also allow external stakeholders to ‘know that we have got that coaching mindset’. (Anderson, Rayner & Schyns, 2009) and allow us to attract valuable applicants.  

Different ways of delivering coaching is another recommendation that could be implemented and the Coaching lead was very interested in developing this further, this is an area that I will look to investigate. Peer coaching sessions are already in place but I would recommend that this is encouraged to allow sharing of knowledge and to ensure that the coaches are communicating efficiently.  Sessions, where external coaches are invited to share experiences, would be beneficial in developing our existing coaches.

Another recommendation would be to arrange coaching and mentoring engagement sessions with our Call Handler department as they work in a highly stressful area.  We could encourage training for coaches from this area as there are no participants as either coaches or coachees.  I recommend that we develop a survey to assess attitudes to coaching and then implement the neuroscientific techniques as described by (Landsberg, 2015) which would allow us to assess attitudes and introduce a coaching culture to this area.

Lazlo Bock believes that corporate training is a waste of organisation budget and that the workforce should be empowered to teach each other and share knowledge.  Google carried out surveys to establish key behaviours of Line Managers that they wanted which included being a good coach, not micro-managing and communication and if these behaviours are present Bock says ‘it’s become harder to be a bad manager’.  All of our Line Managers undertake a Transformational Leadership Course which ensures that the key behaviours are present. (EV.14)

Our Chief Officers are extremely supportive of staff development and retention to improve the workforce capability.  Our retention rate is extremely high and it is hard to prove if coaching and mentoring have a bearing on this due to the type of organisation.  Our leavers are generally retirees as the police force is generally a career for life.  However, (Taylor, 2014) suggests that turnover is reduced by Managers that demonstrate their values through their actions and words, and by organisations having a caring and supportive culture which we certainly have.
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2. 

Coaching and mentoring adds value to organisations, benefitting individuals and teams with L&D departments designing and managing the process. (CIPD, 2020).

Figure 1 shows some of the benefits of coaching and mentoring within organisations.
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Figure 1. Benefits of Coaching and Mentoring (CIPD, 2020), (BrightHR, nd) (Accipio, nd)
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There are however potential barriers to coaching.  Time is one of the biggest barriers to implement successful coaching practice within organisations (Sutherland, 2005) and many sessions are abandoned when more urgent demands arise.  Within Dyfed Powys, time is afforded for coaching sessions. 
Cost is the other main barrier, but coaching should be seen as a major investment in the organisation, and the costs need to be explained and justified for the benefits to be identified. Alignment to the organisational objectives will show the value that coaching can bring.  Return on investment is an area that our L&D department is currently starting to identify. This will hopefully increase over the next six months which will encourage expansion of coaching practices as research carried out by the Internal Coaching Federation showed that 86% of organisations benefitted from a return on investment from coaching with up to seven times the initial investment. (Price Waterhouse Cooper Survey, 2011)
Continuous development of our coaching practices is essential. ‘Walk and talk’ coaching is an area that could be developed as this has been proven to be successful and improve employee wellbeing, which is becoming increasingly important in our organisation during the pandemic.  I discussed my ideas with the coaching lead and developed a poster that can be used ‘post pandemic’ when staff start to return to the workplace. (EV.15)
Dyfed Powys Police does not have a current coaching policy.  I have collated some examples of coaching policies, to assist the lead in developing our policy and will offer assistance and advice when the policy is being developed. (EV.16) Whilst studying the policies I identified that many organisations match coaches and coachees.  We encourage our coachees to select their coach from the list provided and feedback has proved that this is the preferred process.
I have developed a survey that will be distributed to the departments that we have identified have a low uptake on the coaching provision – this will hopefully increase their knowledge of the provision and also increase participation. (EV.17)
I have also developed a Pre-Coaching questionnaire to be distributed to the coachees before their initial session.  This will assist the L&D department in evaluating the coaching sessions. (EV.18)
In a survey carried out by NHS Leadership Centre (Woolnough et al 2004) – 41% of coachees were promoted, compared to 15% of the non-coached group.  We have recently introduced group coaching sessions for our promotion board processes and I am scheduled to attend the next session in late July. (EV.19). I have also recommended that promotion board applicants that are unsuccessful in the process, could be offered individual coaching to assist them in improving their applications and understanding what is required to allow them to progress.  By offering this service I believe the applicants will feel increasingly supported by the organisation, rather than being demoralised by rejection. (EV.20)
Guidance documents for differing coaching scenarios could be provided to the coaches to assist them after the coachee has completed their pre-coaching questionnaire.  I have developed an example document that could be used. (EV.21).  These templates could be developed by the coaches during one of their training sessions, drawing on their past experiences of coaching which would ultimately assist any new coaches.  
Empathetic coaches that are non-judgemental are more likely to facilitate agreement on goals and tasks  (Asay et al 2001) and I have developed guidance on empathetic listening skills that could be added to the coach/mentor packs provided before the coaching sessions. (EV.22)
Coaching culture can be defined as ‘fostering, rewarding and expecting managers to be effective coaches and mentors’ (Lindbom, 2007, p. 101) or being embedded in the way that people at all levels work together. (Clutterbuck and Megginson, 2005a, p. 19) defines a coaching culture as “a culture where people coach each other all the time as a natural part of meetings, reviews and one to one discussions of all kinds” and this is how we define coaching at Dyfed Powys Police.  Coaching takes part daily during our one-to-one meetings and team meetings.  
As a Line Manager, I coach my staff daily using the OSCAR coaching model as a guide.  I have also coached a staff member from another department using this model. (EV.23)  I received confirmation from their Line Manager that the staff member had increased confidence after the coaching sessions and performance had improved. (EV.24)
I have also received coaching, and my coach has recently suggested asking my staff to complete a 360 feedback questionnaire to identify my leadership style and impact which will be sent out over the next few weeks. (EV.25) 360 feedback research has shown that feedback from colleagues positively motivates employee behaviour. (Edwards & Ewen, 1996). 
All new staff are on a probationary period for the first six months and continuous evaluation takes place over this period which is analysed prior to the staff member clearing their probation period.  Extensions to probation can be added if the need is identified and coaching or mentoring can be provided. (EV.26)
Another area that would be useful to introduce to our evaluation process would be Kirkpatrick’s 4 levels of evaluation.   This model was first published in 1959 and covers the following:
Reaction – what they thought about the session – how much engagement and enthusiasm – use feedback forms
Learning – increased knowledge – increased confidence and motivation – informal assessment before and after
Behaviour – improvement of behaviour and capability – how well the training is applied – observations and interviews
Results – effect on business – a good return on investment – performance data

Although this model can be effective it is time-consuming, and Bersin (2006) observes that practitioners would struggle to apply the model fully due to a lack of guidance on measuring levels.

As part of our annual PDR process, we write monthly reflective journals. (EV.27) These are essential to our CPD and I encourage my team to use the Gibbs reflective cycle which was developed in 1988, using the following stages:
Description – what happened? What did you do? What did others do?
Feelings – How did you feel? Were there any difficulties?
Evaluation – What was good/bad? 
Analysis – Why did you choose this example?
Conclusions – What have you learnt?
Action – What would you do differently next time?

Without reflection experience could be forgotten or learning potential lost (Gibbs, 1988) and using this model helps us to identify our strengths, areas for development and actions to take to improve our skills.  As a Line Manager, I actively encourage two-way feedback, praising my staff on the performance areas that they are excelling in and discussing areas they could improve.  I also ask them to feedback on my performance and explain to them what my goals are for our team.  

As our mentoring processes have a long timescale there is a need for underpinning to ensure that relationships are flourishing or if not, to allow new relationships to be arranged.  
I would like to look at ways that our coaching and mentoring provision could be adapted to allow coaches and coachees to keep an online log of their activity and a progress tracker, and this is an area that our IT department may be able to assist with to ensure transparency and accessibility.  This would also allow our Chief Officers to assess the effectiveness of our programmes which will hopefully prove that coaching and mentoring is a valuable investment for the organisation.

Whilst collating information for this assignment I have become actively involved with the L&D department coaching lead, and I am looking forward to expanding my knowledge and undertaking my Level 5 ILM qualification.  The next ILM course is scheduled for July next year and I have expressed an interest in observing the refresher course later this year. I also recommended adding an intranet banner to establish if any staff or officers would be interested in undertaking the training as we have over 1000 employees so there is a need for more trained coaches, to meet demand. (EV.28)

I have also offered my assistance to analyse the coaching feedback forms as they are returned over the next quarter. (EV.29). This will help us to identify if any of our existing coaches need refresher training and will allow us to build training programmes for our potential new coaches from the feedback data.

I have also emailed the College of Policing to establish if there are any upcoming coaching skills workshops that our current coaches could attend to refresh and improve their existing skills. (EV.30).  The last workshop was for coaching under-represented groups and this was before the pandemic and we are hoping that they will be re-established soon. (EV.31)

I am impressed by the coaching and mentoring provision within Dyfed Powys Police and the Lead is enthusiastic about the provision continuing to improve through the pandemic and beyond. With the above recommendations in place, I believe we will have increased uptake of the provision.  I have reflected on my leadership skills and realise that although I am not subconsciously coaching my staff, it occurs daily naturally by supporting them through regular meetings.
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Forgot your dial-in PIN? | Help
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Coaching and Mentoring

coaching and Mentoring

‘The orgarisation is introducing a Coaching style of Leadership, that is Transformational and which
supports our CALON Leadership and Wellbeing Strategy Plan, in order to coach and guide cutural
change.

Whatis coaching?
“Coaching is unlocking a person's potential to maximise their own performance’”
Sir John Whitmore

‘Coaching is the art of faciitating another person's learing, development and performance.

Through coaching, people are able to find their own solutions, develop their own skills and change behaviours and attitudes.
Coaching is an ongoing process designed to help employees gain greater competence and overcome barrers to improve
performance and achieve personal goals.

A Coach does not need direct experience of an individual's occupational role, and should be requested via the link below.
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“Mentoring is a twoway street; you get out what you put i
Steve Washington

Mentoring is the long term passing on of support, guidance and advice. In the workplace, it has been described as a

relationship in which a more experienced colleague uses their greater knowledge and understanding of the work, or

workplace, to support the development of a more junior or inexperienced member of staff It is also a form of apprentice

whereby an inexperienced leamer learns the “tricks of the trade” from an experienced colleague

A Mentor does need direct experience of the individual's occupational role, and should be requested via your supervisor.

i @

S— =
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Some handy tools and resources can be found below:

TooLs:
Oscar Coaching Model
Oscar Coaching Model Sheet I-) 1
Circle of control

<(©
Performance wheel
Belief cycle
Personal iceberg
SWOT analysis

Johari's Window Explanation

MBTI Summary

DIAGNOSTIC QUESTIONNAIRES:
Personality Type Test - wunw 16personalities com

Values- VIA Survey of Character Strengths - https://wnw viacharacter org/survey/account/register
Five Factor Personality Test (OCEAN) - http:/Annw. personalityfest.org.ule/

VAK Leaming styles self-assessment questionnaire

Learning Styles questionnaire
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Jeremy Marsh Joanna Thomas Jolene Mann

Read full profile here

Jon Cummins Jonathan Rees Jonathan Rees-Jones
Read full profile here Read full profile here

Kerrie Philiips Louise Harries Lynne Davies
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Coaching Details

Coaching Qualification. CMI Level 3 Accreditation in Coaching and Mentoring;
ILM Endorsed Coaching Training (Level 7 equivalent)

Coaching Experience

Although I have been informally coaching colleagues and friends for many years, both
inside and outside of work, | have been a trained Coach since 2014 and upgraded my
learning in 2017. My current role has a strong emphasis on providing support for people
in a coaching manner e.g. facilitating them to explore and recognise their own strengths
and solutions.

| believe in self-development and self-belief — you do have the solutions to your own
issues - and will work with you to help you develop trust in yourself and discover your own
abilities.

Coaching is very much a two-way learning process: by helping you to develop yourself, |
will also be helping myself to grow and better understand how | tick!

Coaching Style

The key elements to a successful coaching relationship are trust and confidentiality, so |
offer what | would like to receive myself — a safe, confidential and non-judgemental
environment within which to develop and grow and explore the possibilities. Nobody will
know | am coaching you unless you tell them and nothing we say will leave the room
except with you.

1 will be a non-directive sounding-board for you to bounce off. | won't give you any
solutions — that is not my place — but | will support you to find your own solutions.
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Dyfed-Powys Coaching & Mentoring Agreement

This agreement outlines the main objectives of the Coaching, and Mentoring relationship, and should
be discussed and completed at the first meeting.

Coach/Mentor’s Details
Name:
Job title:
Tel no:

Participant's Details
Name:

Force No:

Job title:

Tel no:

It is the responsibility of both parties to sign this agreement to ensure mutual understanding of the
basis of the relationship, roles and responsibilities.

As a Coach or Mentor | will:

Commit to an open honest coaching/mentoring relationship;

Be a partner in bringing out the best in you;

Provide encouragement and support in environment where we can explore;
Respect your confidentiality as stated in this agreement;

Promote the discovery of new personal insights;

Give you feedback to assist promote your development;

Help settle into your new role and/or responsibility;

Resettle into the organisation (as appropriate);

Listen carefully to you and ask questions to provoke self-awareness and professional / personal
development;

. Be a resource for you;
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Coaching Checklist

e Mutually agreed date/meeting place

e Refreshments

e Coaching Contract

e Previous notes (if any)

o OSCAR template

e Relevant tools (e.g. performance wheel, belief cycle, diagnostic questionnaires)

e Record of Coaching Hours form
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Coaching Activity Form

Coach Name:

January -
March

April- June
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Coaching Hours Form

To be submitted upon conclusion of the coaching relationship to

Coach Name:

CoachingDPP@dyfed-powys.pnn.police.uk

Month Started

Month Ended

Total No. of Sessions | Total No. of Hours
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Home > Career & learning > Career development > Mentoring

Mentoring

Mentoring schemes and opportunities to become a mentor.

Mentoring is a relationship in which a more experienced or knowledgeable person offers support,
advice and guidance to help a less experienced person develop and progress:

# the focus is on career and personal development

4 the mentee identifies when advice, guidance and support is required
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Reverse mentoring

Traditional mentoring schemes involve a mentor who is more senior than the mentee, drawing on
their seniority and experience to help facilitate a mentee's development.

Reverse mentoring, as the name suggests, reverses these roles.

Frontline policing professionals are trained as mentors, and are matched with senior leaders who are
the mentees. Reverse mentoring schemes are set up by individual police services or on a
collaborative/regional basis to address a specific organisational development need.

Benefits

& increased senior leader visibility and engagement
& a better appreciation of the issues affecting under-represented groups in policing

& opportunity to demonstrably connect with the frontline to understand current issues
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9:41AM

Ready to begin
your session?

Your session starts in 0135

# 100% -

o T-Moble Wi-Fl ¥ B35 AM @ @ 100% -

< Whole Person Strengths Report

Flow 9%
@ Theving as an indndual .
You have the ability to get “in the zone” ot
work. Balancing your skills with the challenges
you take on allows you to become fully
immersed in your work, be creative, ond love
what you do. Those with a flow as a strength

 Can focus for long periods of time on a
single project

Might lose track of time when they're
particularly absorbed

« Enjoy periods of uninterrupted work

Coaching

94

ng as a Leader o

You guide and support others’ development
You have the ability to provide insight and
resources to support the growth and
development of others, guiding, correcting
and encouraging so they can be their best
The best manaqers are areat coaches. s

it 4 700% -

Theresa Torres
Edit settings

REPORTS ~ GOALS  FOCUS AREAS

The skills you've invested the most time in:

Focus

2 3min
Energy 1he 56 min
Open communication 1he 10 min
@ Mindfulness $4 min
O
® & & <)
Seurmey Coaching Leamng prone

Above: BetterUp Mobile
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L&D to discuss C&M recommendations - Meeting

Insert Format Text Review Q Tell me what you want to do.

rj ZshowAs: M Busy -

Cancel () Forward ~ APPointment Scheduling Tracking  Skype Meeting Contact Address Check Response | & peminder: |15 minutes  ~
Meeting Assistant - Meeting Notes  Attendees~ Book Names Options -
Actions Show Skype Meeting Meeting Notes Attendees Options

“Esend 100% ~ 17 May 2021
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COACHING SESSION FEEDBACK FORM

We would appreciate if you could complete this form. The feedback you
provide will allow us to monitor what is working and what needs improving.
We appreciate your feedback and honesty.

Name:
Coach’s name:

Topic(s) covered during session:

My coach is prepared and ready for
each session

My coach understands my questions
and helps me to find resolutions

My coach is a good listener

My coach is encouraging and
motivating

| am happy with my coaching
sessions
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Dyfed-Powys Police & cacon
Transformational Leadership =asm
Programme 2019 Certificate

This is to certify that :

) v a0
( (1//(' vree Citesed

attended the Transformational Leadership Programme
The Transformational Leadership Programme includes the following modules:

* Module One: Using a Coaching style of Leadership

* Module Two: Doing The Basics Brillantly

* Module Three: Working Positively Through Change, Uncertainty and Ambiguity

* Module Four: Using a Leadership Coaching Culture that enhances Mental Health
Weilbeing and Resilience

+ Module Five: Transforming the way we work.

and Is skilled as a result of the programme to
Coach and Mentor Staff within the workplace. \wawl) ez

Course Date: 4th - 8th November 2019





image18.png
Benefits of Coaching and Mentoring|

Help employees to Assists employees
find their own to use skills and

solutions resources

Greater employee
Enablesialct i Coaching and mentoring engagement
change

Employees become

Assists with

creative and shares
approaching change ideas
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HR
practitioners
believe it can

deliver
benefits to
individuals
and
organisations

% who

agreed
Coaching can deliver benefits to both 99
individuals and organisations
Coaching is an effective way to 96
promote learning in organisations
Coaching and mentoring are key 93
mechanisms for transferring learning
from training courses back to the
workplace
When coaching is managed effectively 92

it can have a positive impact on an
organisation’s bottom line
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BENEFITS OF WALKING COACHING SESSIONS

Creative Thinking

Walking has been proven to enhance thinking
skills and creativity, helping us to solve problems

Natural High

Walking releases endorphins helping us to find
solutions to problems

Rapport

Walking and talking breaks down barriers within
hierarchy increasing trust_and rapport

Environment

Being outside allows us to use the environment
creatively as part of the thinking process

Exercise

Walking has over 100 positive physical and
mental health effects

Do you find that walking helps you
feel good, clear your head and helps
you to solve any problems?

“A journey of a thousand miles
begins with a single step.” —
Confucius

Why not join us for a ‘walk and
talk’ coaching session?

Contact L&D for further details




image21.png
- A\

PRIFYSGOL

ERYSTWYTH

~ UNIVERSITY Coaching and Mentoring Policy

1. Introduction.

Coaching and mentoring are very effective development methods to assist individuals to reflect,
identify and achieve their goals and support the transfer of learning into the workplace. The
learning relationships that develop through coaching and mentoring help support individuals to
develop their skills and knowledge for the University. They provide powerful learning methods
to support staff in a way that is timely and specific.

This policy outlines the University’s framework for formal and informal coaching and mentoring
at Aberystwyth. Coaching and mentoring are intended to be positive methods of encouraging
and developing staff to unlock their potential to maximise their own performance.

2. Scope.

The coaching and mentoring function at Aberystwyth adopts the following 3 streams:

e Formal mentoring - for employees going through the Academic Promotions process,
Research activity and SDPR Process:
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Mentoring and Coaching B3

Commissioner

P o I i cy Glyucestershire

Section 1 - Policy Intentions

1.1

Policy Statement

Gloucestershire Constabulary recognises that mentoring and coaching assists in
developing individuals, enabling them to reach their full potential. The Constabulary is
committed to developing and investing in its people and encourages the use of mentoring
and coaching, to enhance the culture and practice of continuous improvement.

Policy should enable consistent and effective decision making. Where operational or
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Coaching and Mentoring

We are currently researching the awareness of our coaching and mentoring provision in Dyfed Powys
Police. We would appreciate your participation in this survey. Diolch/Thank you

1. Are you aware of the coaching and mentoring provision in Dyfed Powys Police?

() Yes
() No

2. Have you participated in any coaching or mentoring sessions in Dyfed Powys Police?

() Yes
() No

3. Do you know where to access information on our coaching and mentoring provision?

() Yes
() No
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Pre-Coaching Questionnaire

In order to get the most out of any coaching session it is helpful f you give some
mgnn?:‘nymmma;zu, yougwe
Please conside the questons below and answer them as honesty and fully 3 you
are able.

FHow will you know when you have it

‘What hias stopped you from changing to date?
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From: van:
To:

Subject: Promotion Board Session
Date: 02 June 2021 15:20:29

Good Afternoon [ IR

Further to our meeting on my recommendations for the coaching and mentoring provision, as
discussed | would like to observe the next promotion board group coaching session if possible. Can
you let me know the date so | can add it to my diary.

Many thanks for your assistance and support.

Kind Regards

Catherine Evans

HR Officer — Recruitment

Recriwtio Swyddog Adnoddau Dynol

ST, Heddlu Dyfed Powys Police
‘*.‘ N — Ffon Mewnol/Internal: 23060

Human Rescurces Rhif Allanol/External : 01267 226360
P~ .-«V", E-bost / E-mail: catherine.evans@dyfed-powys.pnn.police.uk

Hapus | gyfathrebu'n Gymraeg Neu'n Sacsnea
Happy 1o cormmunicate in Welsh or in English
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From: Evans Catherine

To:
Subject: Promotion Board Application
Date: I 5:27:05
Good Afternoor.

We have received an application for the Inspector boards from_ which you have not
supported. As part of the promotion board process we are advising all Senior Managers of non-
supported applicants to meet with the Officer and discuss our coaching and mentoring provision. Full
details can be found on the following link and we feel that this would be beneficial to all applicants
and would support them to prepare for future boards.

Sites

If you would like to discuss this further, please contact me at any time.

Kind Regards

Catherine Evans

HR Officer — Recruitment

Recriwtio Swyddog Adnoddau Dynol

i

& Heddlu Dyfed Powys Police
‘*‘ ke Ffon Mewnol/Internal: 23060

Human Resources Rhif Allanol/External : 01267 226360
t E-bost / E-mail: catherine evans@dyfed-powys.pnn.police.uk
\M. Ser®
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Coach/Mentor Guidance — Workplace Issues|

Step 1 — Lay down foundations
Get toknow your goachag, understand their role, understand their issues

Example questions:
What s your current role? What are your goals? Are they realistic? Can you achieve them?

Step 2 - Assess reality

‘Analyse performance and strengths and build their confidence

Example questions:
Whatis your current situation? What are your struggles?

What can and can't you control? Why do you think you can't control it?
What are your strengths?

What is working for you? What has worked for you before?

Can you apply this to your current situation?

Step Explore Options
identify any obstacles and options to move forward

Example questions:

What obstacles do you see? Why do you think you are unable to overcome them?
If you could overcome them how would you feel?

What could you see if you step away from the situation?

What could you do to overcome the issues? Could the team help?

Step 4 Take action
Make a commitment to take action by assigning targets with timeframes

Example questions:

What options do you think will work? When can you start working on them?
What are the first steps? Do you have the resources?

How will you measure and know if you are on target?

How can | and others support you?

Step 5 — Implement Actions
Reach an agreement that actions will be implemented

Step 6 — Review Progress
Review cRaghss progress and review lessons learned.
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EMPATHETIC LISTENING SKILLS

Empathetic listening can improve mutual understanding and trust

Adjust your body
language

Don'tfill the
silence

Pay attention to
body language

Offer empathy,
not sympathy
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The OSCAR Model
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From:
To:

Good Afternoon Catherine

Further to your recent coaching sessions carried out with -, | just wanted to send you an update on
her progress. Her confidence and enthusiasm has definitely lifted since she has undertaken the
virtual coaching sessions. | do feel that she would benefit from continuing with these sessions if you
are available to offer the time as she is more motivated and seems to be able to focus clearer on the
role and her priorities. - prioritisation of her workload has definitely improved and she seems to
be less stressed with her competing demands — she has mentioned some of the ideas and tips that
you have shared with her and has taken everything on board.

Thank you again for your very kind offer to- | know both she and | appreciate it.

Hopefully see you when we are back in HQ for a coffee.
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Dear

Subject: 360 Leadership Impact Assessment

Following the email you received from _ Lam delighted to introduce myself as their
coach. Please find below 6 questions about the impact which you feel_ has as a leader.

Feedback questions:

1. In a sentence, how would you describe their leadership style?

2. What are their key strengths?

3. For them to be even more effective, what would they be doing differently?
4. If you had a piece of advice to give them, what would it be?

5. Which culture do you think they are creating with their leadership style (choose one sector on The
Performance Curve attached)?

6. Any other comments (anything else you think would be helpful for them to know)?
Please be totally open and honest. I will share your feedback anonymously. I would be grateful if you

would email your responses back to me by 15 July 2021.
Thank you for taking the time to contribute to this valuable 360 Leadership Impact Assessment.
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Subject: Feedback on my leadership style

Dear [

I'would like to invite you to participate in a 360 Leadership Impact Assessment to develop my leadership
style. I am asking people who I work with on a regular basis to give me feedback that will help me to grow
as aleader.

You will shortly receive 6 questions in an email from my coach who I have copied on this email. Please
email your answers to them before the deadline they give you.

My coach will keep your responses anonymous and collate the feedback to share with me.

Please be totally open and honest - this will help me to develop and to understand the impact I have as a
leader.
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Section B Date 18" January 2021

TO BE COMPLETED AFTER 2 WEEKS (OR IF ISSUES ARISE SOONER) BY FIRST LINE MANAGER
WITH REFERENCE TO ROLE PROFILE

General Observations:

Alex has settled into the team well even with the current Covid restrictions preventing us attending the
office in person.

Alex assisted with the Police Officer recruitment campaign in her first two weeks of employment and was
indispensable in her assistance in reviewing and progressing the application forms.

We are currently training Alex in all aspects of the role via skype utilising screen sharing where
appropriate and Alex is very adept at picking up instructions and completing tasks.

Alex is keen and always willing to help with any work that is tasked to her.

Keep up the good work Alex !

Training Needs Identified:

Arranging for Alex to undertake C
with preparing interview booklets.

Stand the process and assist
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Journal Title

‘What Happened? Describe the
circumstances / incident /context

‘What specifically did you do? What
behaviours from the list below do you
think you have evidenced?

In what way has your action
contributed to achieving your
objective(s)?

What went well? How do you feel about
it?

Reflective Journal

Biometric testing

We need to arrange testing for the new recruits and contacted the departments
that we need to assist but unfortunately they did not have capacity to assist us
on the required dates.

We asked if it was possible for us to undertake training in this area to allow us
to assist and take ownership of the process rather than relying on other
departments that may not have capacity. | arranged with Dan and Helen to go
into HQ for a morning's training session and invited the new members of the HR
BSU team to join us for the training.

Z

I want to provide a first class service to our customers and by working together
we achieve this.

The testing was completed without SSU having to assist us. Going forward due
to the training we will have enough capacity to complete the testing as and
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What didn't go so well? How can you
improve on this?

What have you learnt? How will you use
this going forward?

One of the samples was rejected by the department as it had been
contaminated information was missing on the paperwork. We established
that the sample must have been dropped as it was placed into the holder
upside down which is impossible if you follow the process. | identified the
collector and spoke to BSU to ask that they have some extra assistance

That by working in collaboration with other departments we can provide the
service required to our customers.
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Are you interested in becoming a workplace coach/mentor?
Full training and achievement of a Level 5 qualification?
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Please complete form here and we will contact you with
further information.
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From:

Subject: Data analysis

pate: I
Good Afternoon-

Following our discussion on the data collection from the coaching sessions, as mentioned | would be
more than happy to assist with analysing the feedback collated. This would be beneficial to both the
L&D department and the Chief Officers, and | am also aware that_our Head of HR is also
interested in reviewing the results.

Can you let me know when you are expecting the first set of results returned?

Kind Regards

Catherine Evans

HR Officer — Recruitment

Recriwtio Swyddog Adnoddau Dynol

J,:“"“""u Heddlu Dyfed Powys Police
‘v.‘ T Ffon Mewnol/Internal: 23060
. Human Resources Rhif Allanol/External : 01267 226360
, E-bost / E-mail: catherine.evans@dyfed-powys.pnn.police.uk

"’»1. 5.{"“..

m Hapus | gyfathrebu'n Gymraeg neu'n Saesneg
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Date:

M ..
Ajeﬂ: ing and skills workshops

Good Afternoon

Can you please advise if you have any forthcoming coaching and skills workshops? The last workshop
we attended was in January 2020 and was primarily to support BAME candidates. We would be
interested in any coaching and mentoring workshops that you may have scheduled.

Many thanks for your assistance.

Kind Regards

Catherine Evans

HR Officer — Recruitment

Recriwtio Swyddog Adnoddau Dynol

d'.f_"""'r 2 Heddlu Dyfed Powys Police

S T Ffon Mewnolntemal: 23060
\W .’ Human Rescurces Rhif Allanol/External : 01267 226360

E-bost / E-mail: catherine.evans@dyfed-powys.pnn.police.uk
oridgen”

m Hapus | gyfathrebun Gymraeg neu'n Saesneg
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The Police Superintendents’ Association and College of Policing have arranged a coaching skills workshop
on 15" January 2020 at Treforest QED Centre, Pontypridd, Cardiff. Places are currently still available
for Managers (both staff and officers).

The workshop supports work to help develop people from groups currently under-represented in policing —
everyone who takes part in the programme is expected to commit to mentoring at least three
individuals from under-represented groups.

To date, 25% of beneficiaries have been from a BAME background and 60% are female. We're looking to
support even more colleagues through coaching and mentoring, and this workshop will give you a chance
to play a part in this.

Leadership involving coaching and mentoring has been shown to encourage people to feel more
autonomous and confident in using their skills and experiences. It also helps break down barriers within
hierarchies and will create opportunities to influence policing culture to become more inclusive of
difference.

To book please complete the booking form and return to the College Events Team at
events@college.pnn.police.uk




