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Coaching and Mentoring at Folly Farm

1. 

The approach to coaching and mentoring at Folly Farm considers the nature and seasonality of the business. A large percentage of employees are on seasonal contracts and this is taken into account when devising coaching and mentoring programs, for example working to shorter time frames before contracts come to an end and also adapting approaches for seasonal staff who return the following year.  At present the company’s approach focuses more on mentoring than coaching as this is what is best suited to the organization. A small amount of coaching is done with focus on permanent members of staff whereby Line managers carry out coaching with supervisors, research suggests this contributes to staff retention and a committed workforce, (Wales 2010) and this is very much the case at Folly Farm as many of our supervisory staff have served upwards of 5 years length of service. 

A coaching session was observed, and the line manager used the GROW model as the basis of the coaching session, the session focused on a supervisor building their training skills and confidence ready for a larger number of new employees which were due to start. The GROW model focuses on setting a goal, assessing reality, working out the options and finding a way forward, this can be used formally or informally and provides a good basis for any coaching session (Blackbyrn 2021). In this instance the coach helped the coachee outline the goal as improving confidence when training, options included more practice and tackling smaller sections to begin with, the way forward was setting dates to put the plan into place. The coach arranged to revisit this and hold a further session later in the season to see what progress was being made, both the coach and the coachee appeared to end the session feeling positive and motivated for the rest of the shift. 

Mentoring is more widely used at Folly Farm as it is easier to implement and fits in with the seasonality of the business and can be done informally which fits around busy school holiday periods when it is not practical to be scheduling coaching sessions. Mentoring occurs at all levels through the organization, from senior managers to assistants. Research shows that the mentor and mentee can both benefit from the arrangement, particularly from reverse mentoring as junior or newly qualified staff are often paired with a more senior member of the team and can share ideas and new ways of thinking and practices may have evolved significantly since the senior member of staff did their own training, (Jordan and Sorrell 2019) this happens often in Folly Farm and there is a strong culture of learning from each other and sharing ideas. 

Peer mentoring is widely used at Folly Farm both in an informal and formal setting. The formal and structured setting uses an ambassador scheme whereby each department has one or two ambassadors appointed. The ambassadors are crucial in helping new team members settle in and as found from researching, this form of mentoring relationship can help mentees but also mentors (ambassadors at Folly Farm) as they can see the value they are adding to the organization and their own teams, (Williams-Nickelson 2007). 

Athanssios and Argirou (2016) discusses that an organization typically won’t fully engage with formal coaching and mentoring schemes until they are fully established and mature enough to invest the time and resources into getting them right, this is likely the case for Folly Farm as in the scheme of things it is a fairly new company and has done most of its growing and evolving in more recent times and this more than likely lends its self to the reasons why coaching and mentoring are fairly limited at present. 















2. 

Folly Farm does not have a formal coaching and mentoring policy as it is not widely carried out, there is a learning and development policy in place and the company is Investors In People (IIP) accredited which sets out a standard of good practice in terms of training and learning and development, and shows an organisation recognizes that people are one of its strongest assets, (IIP 2021). Training and development opportunities are available to all staff within the organisation and the policy specifically mentions that progression opportunities are open to all those with the required skill sets and individuals will be helped to developed to their full potential. Folly Farm operates a strict confidentiality policy with senior team members (those likely to carry out any coaching, mentoring or training) to ensure a level of trust is achieved which is especially important when it comes to coaching and mentoring and will help generate better results. All records relating to employee development plans, training sessions and personal meetings all kept in line with GDPR with restricted access. 

To improve the current policies, Folly Farm should look to implement a formal coaching and mentoring policy to ensure consistency. The organization could also look to make use of coaching/ mentoring agreements when outsourcing, this would clearly outline the costs, the number of sessions and what is expected from both parties, Coaching agreements can also be beneficial as they hold the coachee to a high standard before even starting and this can increase motivation and drive, (Schuy 2019). 









































3. 

After a meeting with my line manager, I appear to be between band 1 and 2 on the CIPD profession map (CIPD 2013) for the learning and development section, this is also consistent with my personal development plan. My strengths were highlighted as identifying employees who could benefit from training and supporting employees in how training links to their development plans (6.3.1 and 6.5.1 on map) for example organizing and selecting employees for the company ambassador scheme mentioned above. Another area that my line manager highlighted as a strength is managing of records and organizing training and development (6.12.1, 6.14.1 and 6.14.2 on map) as I oversee this for all departments within the organisation, both internal workshops and external training. 

From a coaching and mentoring perspective areas that were highlighted for my personal improvement included taking a step back during mentoring sessions and training which will allow the mentee an opportunity to work things out them selves and working on asking the right probing questions to aid the mentee to come to a solution rather than just giving a solution to a problem. Another area for development is to start having discussions with line managers about their teams needs and identifying ways mentoring could improve this and guiding them on implementing the process, this is not something that folly farm does much of so some line mangers may not buy into the process straight away and working on this could lead to good results such as a higher performing team. 
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