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Activity 1
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. 
 



In order to determine my organisation’s approach to coaching and mentoring, it is important to understand the make-up of the HR service.  My organisation’s HR function is a very large one.  As such, it is organised in to four ‘pillars’:
· Workforce Performance and Wellbeing
· Resourcing and Utilisation
· Organisational Development
· Workforce Education and Development
These pillars are further divided into departments.  For example, my department is called Learning and Development and sits within the Workforce Education and Development pillar.   I met with my Line Manager and other colleagues to discuss our approach to coaching and mentoring.  In general terms, coaching takes place in many forms in each of the four pillars.
My organisation has recently invested heavily in the implementation of the Workforce and OD Strategy, in which coaching and mentoring are prominent across the board.  Within the Wellbeing pillar, provision has been made available to provide emotional coaching to staff.  Due to the pandemic, this coaching has been delivered virtually and over the phone.  As my organisation covers a wide geographical area, telephone coaching proves an effective, economical way to reach many colleagues (Frazee, 2008).   However, it should be remembered that telephone coaching is not always an effective alternative to human contact (BMJ, 2013).  Generally, research has shown that there is a greater need for wellbeing coaching as we emerge from the pandemic (Merrick, 2020).
In the Organisational Development pillar, there is evidence of a much broader approach to coaching and mentoring.  The pandemic has paused many of the in-house coaching and mentoring programmes.  However, it has also provided an opportunity for reflection and improvement.  As such, a new Leadership Development department has been created.  This team has established a coaching network that is designed to make coaching available to all staff.  It is envisaged that there will be 100 coaches in place by the end of 2021.  Having this network will be beneficial as it will promote an open and honest coaching culture.  Crucially, this has enthusiastic support from executive members who have benefitted from coaching themselves.  This is in line with best practice as discussed by the CIPD (2017).
As almost half of the employed population worked from home in 2020 (ONS, 2020), there was a huge demand for coaching and mentoring regarding technology.  My organisation created a network called ‘Digital Champions’ which was essentially a coaching network for all colleagues.  This has been so beneficial and has allowed for reverse-mentoring, where junior (more digitally-literate) colleagues have mentored senior managers to improve digital skills.  This is so important to bridge the ‘digital divide’ (TechNation, 2017).
As well as Leadership Development, my organisation does offer more job-specific coaching and mentoring approach.  All newly qualified nurses take part in a preceptorship programme, where they experience coaching and mentoring from an experienced colleague.  This is in line with best practice from the Nursing and Midwifery Council (NMC) and supported by the HR function (Royal College of Nursing, 2021).  The organisation has also implemented the STAR programme, which focusses on coaching Nurse Managers and mentoring them through first line management duties.  This is a form of goal-oriented coaching which is evidence-based and in-line with various competency frameworks (Ives & Cox, 2012).
In conclusion, I have discovered that my organisation has a varied approach to coaching and mentoring, which is fairly commonplace in complex organisations.  I am excited for the future, especially as my organisation has invested heavily in building a coaching culture with a focus on leadership.  This will improve performance and should, ultimately, provide better patient care (Schultz, 2021).
Activity 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. 
 


The Learning and Development policy has been superseded by the Workforce, Organisational Development and Education Strategy (HDdUHB, 2019).  This is a progressive strategy inspired by the EACH Model (Adams, 2017) and other evidence-based research.
A key strategic objective is to deliver collective and compassionate leadership.  This is in line with best practice, such as that from the CIPD’s view of the people profession of the future (CIPD, 2020a).  Similarly, the focus on compassionate leadership should have a direct impact on patient care as leaders are the standard-bearers of culture. (The King’s Fund, 2017).   
A key indicator of the strategy is how leaders will have access to an increased number of internal coaches.  This is cost-effective and empowers colleagues to be collective leaders (Smith, 2014).  However, consideration should be given to the exclusive use of internal coaches, due to the issues that can arise when normal working relationships and boundaries are blurred (St John-Brooks, 2014, page 37).  
When creating a learning culture, the CIPD (2020b) state how this is underpinned by organisational norms.  My organisation’s strategy reflects this by its desire to create a positive culture.  This is evident in the creation of a coaching network.  Although this is still in its infancy, it has a bold vision for empowering colleagues to take ownership of their own learning.  It is envisioned that this will lead to more compassionate leadership and therefore, more compassionate care.  This has proved fruitful for companies like Heineken where coaching is interfaced with leadership development (Faragher, 2012.)


Activity 2

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. 
 


I had a very beneficial conversation with my Line Manager.  Whilst I am employed for my expertise in the field of assessment and learning design, I have identified many areas for improvement.  We explored the CIPD (2013) Profession Map.  In particular, we assessed my development needs against the strategy and the professional area of Learning & Development.

The key points of the discussion centred around these activities:

· 6.3.2. – I am currently applying my theoretical knowledge to ensure that managers and colleagues are coached to understand the role they play in implementing the strategy.
· 6.7.3 – I am currently leading on the design of specific operational learning activities for colleagues.  I have been tasked with setting up focus groups with stakeholders to ascertain preferred delivery methods.
· 6.8.3 – To enhance the above point, we also identified a training need where I should be aspiring to take the strategic lead in developing programmes.

We also discussed my development needs against the professional area of Service Delivery and Information.  I am tasked with building a customer service package which will involve coaching and mentoring other leaders.  We identified the following:

· 10.2.4 – We identified that I need to use a more research-based approach to identify current barriers to great service.
· 10.8.3 – We also identified how I need to act as a role model for customer service delivery in order to effectively coach others.
· 10.13.2 – This was a key development need for the entire team.  As we are undergoing times of rapid change, it is vital that I focus on maintaining levels of excellent service.

Overall, I found this discussion to be extremely beneficial.  It allowed me the opportunity to apply my research in real-life.  It also gave me a broader understanding of the strategy and vision for the future of HR within my organisation.
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