Coaching and Mentoring - On the Job training
1a. Meet with your line manager or other relevant person to thoroughly understand your organisation’s approach to coaching and mentoring, if possible attend a formal coaching session or observe a mentoring relationship. 
Coaching and mentoring are sometimes confused as the same practices, and although they can be used in a compatible way, they do differ. Coaching relates to improving performance and focusses on goals of an individual. It is usually an ongoing process. Mentoring is more specifically focussed on a relationship between a more experienced person, and a less experienced person, over a long period of time. Each party can learn from one another, and effective mentoring relationships are an opportunity for both sides to share and encourage learning. (Hayden, 2020) 
My organisation does not currently have a formal coaching and mentoring policy, but there are elements of coaching mentoring mentioned in induction processes and also, within suoervision guidance. However, formal training is not provided to managers and any pervious training has been on an ‘ad-hoc’ basis rather than as a formal practice. The issue within the organisation is that many managers feel that there isn’t time to effectively coach and/or mentor their team members, which can mean that any training or guidance delivered can be diluted or lost due to not being used in practice. These barriers may be due to COVID pressures, lack of staffing in some areas due to high turnover and also, a lack of understanding of the practices, as mentioned within my portfolio. 
When speaking with my manager, I advised that I use a coaching style to manage my direct report, who is a HR Assistant. I feel that this style is best suited to our situation as the HR Assistant is new to HR as a career, and I want to pass on knowledge and skills I have developed in this way. By coaching and developing the HR Assistant, I am able to pass on activities to focus on other tasks, but also, she is achieving new goals and it supports with her academic study as evidenced practice within the workplace.  I explained to my manager that I feel the organisation could formalise the practices of coaching and mentoring by developing more formal practices and also delivering better communication and support to managers who may be able to use it within their teams. Implementing coaching and mentoring in a more structured way would benefit the organisation, particularly during a period where lots of change has happened, there is a lack of trust in the business and morale is quite low. Coaching and mentoring could improve engagement and retention of staff, which would in turn solve issues around turnover and a lack of staffing. My manager liked the idea of formalising processes and encouraged me to work alongside L&D to formalise more plans around adjusting policy and procedure, and also getting ‘the message out’ to the organisation about the advantages of coaching and mentoring, to enable more awareness. 
I also discussed with my manager why coaching and mentoring was not part of the organisation’s strategic priority, and that I felt it was lacking in terms of strategy around employee engagement, support, and development. I noted from the priorities that there was a priority focussed on communication which I advised needed to be improved before initiatives around coaching and mentoring could be instigated. A culture based on trust would be a far more positive grounding to have conversations around coaching and mentoring, with managers being more inclined to support the goals and objectives of the organisation if there was a top-down approach. 



2. Examine the learning and development policy and any policies directly relating to coaching and or mentoring and make some notes as to whether you think the content meets the best practice requirements you have studied in class and within your literature research. 
Our company learning and development policy does not refer formally to coaching and mentoring, so therefore does not meet best practice requirements. It could be said that the organisation is not at a point where coaching and mentoring is readily used so a policy would need to implemented from scratch, alongside the elements already in place. I discussed this possibility with the learning and development team and they have advised that there is a lot of work currently being carried out around organisational culture, with coaching and mentoring a key approach being discussed. This is not only to enable better relationships between managers and their teams, but also to develop talent and ensure there are succession plans in place to ensure continuity. 
The CIPD advises that a coaching culture needs to be accepted and implemented within the organisation for it to work, meaning that the organisations’ strategy and its priorities need to be considered before coaching and mentoring can be effectively introduced and utilised within an organisation. (CIPD, 2020) I feel our organisation needs to get ‘the basics’ right in some areas before thinking about moving into practices such as coaching and mentoring for it to work effectively. Having discussed the work being carried out around culture and practices within the organisation, I can see that coaching and mentoring could be something positive to implement in the future. As above, training sessions usually do not have enough impetus to create the culture where coaching and mentoring can thrive; it needs to be well considered and imbedded into strategic principles. It also needs to be something that everyone in the organisation adopts as a practice and ‘lives and breathes’ it. 
3. Discuss your development needs with your line manager as a result of the above activities, using the CIPD Profession Map as a basis for your discussion. Consider whether or not your skills in this area require improvement (for example delivering training on the topic/coaching line managers). Summarise your discussion (250 words approximately). This can help inform your portfolio.
Having reviewed the profession map in line with the above discussions and activities, I feel that coaching and mentoring is something I practice within my own leadership style but isn’t underpinned by formal practices within the organisation. I feel that I have developed this style from being coached and mentored by senior colleagues myself, within other organisations, which has given me insight into how it feels to be coached and/or mentored which has aided me in putting this into practice. 
I discussed this with my manager who agreed that despite not having the formality of a process within the organisation, I am able to demonstrate coaching and mentoring ability. However, I feel that due to this not being underpinned by any formal training or procedure, I could improve. In terms of the profession map, I identified that I could improve my own CPD by identifying more coaching opportunities to develop (2.3.2 Seek and act on feedback and coaching to continually learn and develop as a professional. Take responsibility for your own CPD.) I would say I demonstrate basic coaching and mentoring skills, however, feel more formal training (or being coached/mentored myself) would be beneficial. My manager agreed with this and advised that this is something that could be built into my personal objectives. 
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