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Swansea Council has a mentoring scheme in place where people can sign up to be either a mentor or mentee. To become a mentor, you must complete an e-learning course called Mentoring for Mentors and have the appropriate skills. On the organisations staffnet, there is a document for the mentorship programme that details what mentorship is, the benefits for mentoring, the roles of the mentor and mentee, about the mentoring relationship, tips for mentoring and how the mentor and mentee can prepare.
One of the skills listed of being a good mentor is using active listening. Starr (2016) explains how focused listening helps you be influential. By being silent we have the opportunity to listen to the individual to understand them more. Relevant information can be heard when we listen which benefits helps the mentor (Starr, 2016, p. 73). The art of questioning is also listed in the mentorship handbook. Thoughts can be influenced by questions without directly controlling them so useful understanding the mentee (Starr, 2016, p. 90).
To get involved in the mentorship programme you must complete either the ‘become a mentor’ form or the ‘become a mentee form’. The form asks what area you specialise in for the mentor and what area they are looking to improve for the mentee (e.g. report writing, project management etc). People are then matched up depending on their skills and what they are looking for. If no match can be made for the mentee then Swansea Council look to other Local Authorities to see if they can find a suitable mentor from there. This only seems to happen for senior roles.
The mentoring pack provides information on how to mentor. This includes information about whether to ask open or closed questions depending on the context (Lansberg, 2015). It encourages mentors to be less directive and more non-directive by asking questions and listening to help the mentee learn to solve problems for themselves in future situations (Snape, 2018).
Swansea Council currently has about 5-6 mentoring relationships but there is also a mentorship for learning the Welsh language which currently has about 10 mentoring relationships. Only mentoring is offered in Swansea Council but plans are being made to introduce coaching training to HR in the future. It would be beneficial for Swansea Council to introduce not only formal coaching relationships but also a coaching culture. A coaching culture is where coaching is a common tool amongst every level of the organisation as a way to empower and develop people which in turn leads to the growth of the organisation. However, it is not only about people following coaching skills but people also adopting a coaching philosophy and mindset (Clutterbuck, Megginson and Bajer, 2016, p. 9).
Swansea Council may not have formal coaching sessions but informal coaching happens during one to one meetings line managers have with staff. One to ones happen every month and staff are asked if they would like any training to help them in their role. Staff can also talk to their line manager in their one to ones about any problems they might be having and the line manager can then help them through that problem. 
Although the cost of coaching in the short term can seem expensive, it can be argued that it would be worth Swansea Council investing in coaching to deal with better wellbeing, managing stress, having less complaints and decreasing the amount of sickness absence. Coaching can increase employee wellbeing, employee engagement and work performance (Hicks, Carter and Sinclair, 2013). Coaching can also enable managers to have more free time as their staff will be more skilled in dealing with problems as they arise instead of going to their manager for help (Lansberg, 2015).
2
Swansea Council's Training and Development policy states staff must be offered appropriate and relevant development opportunities in order to create a flexible workforce, utilise existing staff more effectively, increase their skills and improve their performance, ensure retention of employees and offer enhanced career opportunities and increased job satisfaction. Coaching is a way to keep current staff up to date on their skills and to attract and retain talent (Weintraub and Hunt, 2015). Coaching also increases job satisfaction (Hicks, Carter and Sinclair, 2013) so a coaching culture would greatly benefit Swansea Council.
One point in the policy states that colleagues of a similar grade and status need to meet to share and exchange experiences and knowledge etc which relates to peer mentoring. This type of mentoring can be used for career progression as employees discuss to improve their skills and learn about the organisation with each other (Creighton, 2018)
In the Performance Management policy, it states that managers are responsible for setting targets and objectives for employees, planning activities to address employee’s learning needs and, meeting up with employees regularly to review progress. This fits in with coaching but in order to practice coaching effectively managers would need to have a trusting relationship with their employees focus should be on the employee to fully understand the employee’s point of view so they can create their own goals with the help of the manager as a coach who would act as a facilitator (Connor and Pakora, 2012).
3
After researching for the Understanding Coaching and Mentoring assignment I feel confident that I know Different models of coaching and mentoring, and when to use them. I am aware that both coaching and mentoring can be beneficial if used correctly. I am currently informally mentoring a new starter in our team which my line manager has said is going well. I feel like I have also practiced reverse mentoring where I have helped my colleagues (who helped me learn my role) with ICT issues in the past. I would like to understand more about this topic so I have arranged to speak to the Learning and Development team who can explain more about this to me and they have also offered for me to sit in on a mentorship relationship.
I also feel that I understand the internal and external factors that impact well-being. I have been researching well-being for my research project as well as reading how coaching and mentoring can help with employee’s well-being for this assignment. 
I have some knowledge of different approaches to performance management and their pros and cons. My team had started agile working before the pandemic where monthly one-to-ones were introduced which I believe has helped the team understand how they are performing at work. 
An area I could improve my knowledge on is the elements that make up workforce planning. This is something I have not looked in to before so I could speak to a HR & OD Advisor to help me understand this topic and how the data can be used to improve people practices.
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