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LO1 - Be able to assess the impact of coaching and mentoring activity within an 

organisation and make recommendations for further development. 

Within my role for Adecco UK, I provide a stand-alone HR service to 120 agency 

employees at Dow Silicones. This manufacturing organisation has around 800 

permanent employees on the site, and the additional 120 agency workers are varied 

in the roles they are assigned to, with around half in manufacturing, production and 

warehouse, and the other half in administration, engineering, IT. Some of the agency 

employees are long standing with over 15 years' service, with others being relatively 

new to the roles. Often agency workers are made permanent when permanent 

employers retire / leave or new positions arise.  The site is a chemical plant and a 

tier 1 COMAH site, so can be an extremely dangerous environment, therefore 

training and adherence to health and safety and standard operating procedures is a 

high priority. 



Unfortunately, there is very little coaching or mentoring in place currently for the 

agency workers, focus has been on training in the past. I have observed a small 

amount of coaching, where agency employees who are training in the production 

area are paired with a line manager or long-standing permanent employee who 

coaches them on how best to operate machinery to gain best output, however this 

was more telling the employee what to do (Landsberg, 2015) and evaluating whether 

they were completing the tasks as shown (Doc1). A small amount of mentoring is 

also involved when the agency worker initially starts, they are buddied up with an 

experienced employee to provide guidance and support and shadow them working. 

This ensures that the employee has someone to talk to and can be signposted to the 

canteen, toilets and other facilities. Cooper, J. & Wight, J. (2014) 

Whilst the agency workers have a set and structured training plan, there are no 

policies in place for coaching and mentoring. Unfortunately as this training plan 

contains sensitive information on how the organisations products are made I am 

unable to add as evidence. I arranged a meeting with the learning and development 

department at Dow to try and find out why this was, and we discussed some barriers, 

the notes to this meeting are provided in the evidence (Doc.2) 

Adecco’s vision “It is our ambition to set the standard as a world-class employer,  

investing in people and creating an environment which enables and empowers 

everyone to succeed.” (Doc.3) (Adeccogroup.com) does not match what we are 

currently providing in terms of coaching and mentoring at Dow. Part of their 

organisational values are “Inclusive - We champion a fully inclusive workforce that 

reflects the world in which we do business, because it’s the right thing and smart 

thing to do.” (Corporatedow.com) (Doc.4) There is certainly a disconnect between 

the main workforce and the agency workers and we need to work together to drive 

change in this area to live up to Dow and Adecco's vision and values. 

 

Deloitte (2021) explains the importance of organisations leading a shift from survive 

to thrive.  Ways that can help organisations make this shift are: 

• Giving workers choice and control over what learning experiences to peruse 

and work they do which will increase their engagement and motivation and in 

turn organisational performance. 

• Creating an environment where a team can perform its best and unleash 

collective capabilities whilst supporting each other. 

• Embedding well being into work design so employees can experience well 

being whilst working not just when they are away from it. Helping employees 

get a better quality of life can motivate them to give their best when working. 

• Organisation Insights into what work is being done and how people are doing 

it can help organizations craft new ways of working that bring out the latent 

potential in every worker. 

• Organisational culture - Shifting HR’s role from standardising and enforcing 

workforce policies to a new responsibility of re-architecting work across the 

organisation. 



Historical leadership has been about setting direction and ensuring compliance, 

Covid19 has changed this and now effective leadership has shifted to preparing for 

the unpredictable by coaching, teaming, and fostering workers’ ability to learn and 

adapt.  

I will now go on to assess the factors that could impact on the further development of 

coaching and mentoring, such as the hierarchical structure at Dow, which is flat, with 

employees reporting into line managers who then report into HR and other senior 

managers. This will allow coaching and mentoring implementation and changes to 

be decided relatively quickly however line managers have broader roles and are 

responsible for a large number of employees giving them a high workload, therefore 

we will need to consider resources available, and whether options such as external 

coaches would be more suited. Organisational culture needs to be considered as it is 

currently relatively low trust with leadership disseminated top down. The current 

Covid19 pandemic means all non-site essential staff working from home, the 

coaching and mentoring programs implemented need to be accessible by all. Indirect 

and direct costs need to be considered, Dow would like to keep costs for agency 

workers as low as possible and therefore there isn't a large budget for coaching and 

mentoring. The landscape of the current workforce is another consideration on how 

we develop the coaching and mentoring. We have many employees due to retire, 

and have many millennials joining the workforce, old management practices do not 

suit them, they want coaches, to make a difference and for their job to be their life 

(Gallup, 2019) 

Based on the information gathered above I believe coaching and mentoring needs to 

be further developed for Adecco employees at Dow, as a manufacturing organisation 

Dow are continually driving efficiencies and coaching and mentoring can support 

this. Transforming organisational culture is imperative to improving our organisations 

future productivity. This begins with changing what CEOs believe, then what 

managers believe, then changing how those managers develop every team member. 

Clifton & Harter (2019). For this I recommend Executive coaching. This professional 

partnership of challenge and support could contribute to bringing changes in the gap 

between permanent and agency employees to enhance work partnerships and work 

together on the common goal. According to the World Economic Forum (2019) The 

employee experience is an important metric in building long term success, and an 

employee's sense of purpose and belonging has a big part to play in this. To 

increase the agency workers sense of purpose and belonging in line with permanent 

employees it is essential for Adecco and Dow to shift to a culture of lifelong learning, 

to do this leaders, such as the CEO and line managers should display behaviours 

that highlight the importance of learning, intellectual curiosity, and taking 

responsibility for one’s own learning journey. Executive coaching can help develop 

this. 

With many employees retiring over the next few years, we need to succession plan 

and consider how we retain internal expertise, mentoring is key to this by getting 

experienced colleagues to share greater knowledge to support the development of 

inexperienced staff members. Employes can be matched via a formal program or 

self-select who they want to be paired with over the course of a set time period for 



individual skill building. Development and career monitoring would also be beneficial, 

with managers monitoring the agency workers as they progress in their careers. 

(Daily advisor, 2018) 

I also recommend reverse mentoring, as our older employees often rely on younger 

employees to input the production data. It would be better for these younger 

employees to mentor the older employees to help understand and use the 

technology themselves. 

As there are a large amount of employees within the production area, group 

coaching would enable them to learn from each other on things such as leadership 

or career development and team building. (Institute of Organisation Development, 

2016) This can also work out cheaper. 

Costs need to be kept low as the company do not have a large budget for Coaching 

and Mentoring, external coach can be brought in for Executive coaching to make 

changes from the top down. Other coaching and mentoring can be done in house by 

current employees, this needs to be ingrained to make it part of their current roles. 

I recommend implementing the GROW model to structure a coaching session to 

ensure it goes beyond simply providing feedback (Landsberg,2015). This model 

involves defining and agreeing the goal or outcome to be achieved, examining the 

current reality, exploring the options and gaining commitment to specific actions. 

We need to look at how we evaluate our coaching and mentoring practices once 

they are implemented. Dr Rosemary Hanrahan (2018) recommends 1)identifying 

success criteria. 2) choosing evaluation methods such as surveys, performance 

metrics, assessments or reports. 3) Determining Measuring Points such as coach 

and client deciding in advance and measuring important variables at the start and at 

the finish and looking at the difference. Some impacts of coaching or mentoring may 

surface later so checking in many months or more after the engagement can also be 

useful. 4) Communicating the results. 5) Assessing the evaluation process, is It 

relevant, realistic, valid, are there any gaps? 
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LO2 – Be able to support the implementation of coaching and/or mentoring 

programmes within an organisation. 

An intervention is needed to change the current lack of coaching and mentoring for 

agency workers at Dow Silicones. To begin this process, I arranged a meeting with 

stakeholders to discuss the above information from Deloitte’s article “From survive to 

thrive” and provided information on the benefits of implementing coaching and 

mentoring for agency workers (Doc.5) I selected who would be appropriate to deliver 

this information to by using our internal salesforce system to pull a spreadsheet of 

the line managers who manage Adecco’s agency workers at Dow along with Dow 

HR Manager, Dow L&D Manager, and my line Manager (Doc.6) I sent a meeting 

notice via calendar (Doc.7) The attendees were in agreement with the need to 

implement coaching and mentoring for agency workers and we agreed I would set 

up a number of meetings and write a PowerPoint presentation to present to the 

agency employees to raise awareness of coaching and mentoring and to summarise 

what coaching and mentoring was, examples of types, and the benefits. I plan to 

show this presentation and notes to those entering the process, to refresh them on 

these points and have included slides on coaching and mentoring 

agreements/contracts, what the role of the coach is, and what the role of the 

coachee is. (Doc.8) 4 separate meetings were set up to ensure each shift could 

attend. At the end of this meeting I asked participants to consider whether they 

would like to volunteer to improve their coaching and mentoring skills and that we 

received 10 volunteers. 

I held a further meeting with HR and L&D to discuss steps for building an internal 

coaching program, based on an Article by Forbes (2017) which we reviewed during 

the meeting (Doc.10) It stated the five steps needed are 1) Align with management, 

conduct needs assessments and learn about priorities. 2) Craft a plan which includes 

demonstrated value and strategic alignment, goals, strategic alignment, decide how 

you will measure success. 3) Prepare to launch, think about announcements. 4) 

Coaching, finalise documents and scheduling. 5) Measure success and gather 

feedback. 

I also watched “How HR can help coach managers” by HR Party of One (2020) on 

Utube which detailed how HR can help coach managers (Doc 11) and made some 

notes with recommendations such as reading and recommending line managers 

read: Coaching for Improved Work Performance by Ferdinand Fournies. Arrange 1-1 

meetings to give constructive and regular feedback, putting coaching at the forefront 

of the relationships between employees and managers. Confirm each manager is 

conducting 1-1 meetings with employees. (Doc.12). 

I organised and conducted a 1-hour training session with the 10 volunteers from the 

presentation. We read and discussed David Clutterbuck (2012) How to make the 

most of the mentoring relationship. (Doc.13) and discussed and role played the Grow 

model (mindtools.com) and used a template (sampletemplates.com) (Doc.14) We 

discussed the skills, knowledge and behaviours needed by coach / mentors 

(UKcoachingorg,2019) (Doc.14) and read the top 10 qualities you need to be a 

coach (UKcoachingorg,2020) which are communication, questioning skills, self 



reflection, knowledge, organisation, enthusiasm, sense of humour, creativity, active 

listening and emotional intelligence. At the end of the session I collected feedback 

via mentimeter.com, where those that attended were able to submit an answer to 

“how did you find todays training session” feedback was good (Doc.17) 

During and after implementation of coaching and mentoring, we need to ensure we 

evaluate the effectiveness of it to check what works and what impact it is making, 

and so I read “How to evaluate the performance of coaching” 

(Coachmastersacademy,2021) (Doc.15) which states that coaching effectiveness is 

measurable through enhanced skill and performance and impact needs to be 

evaluated over time but that due to the nature of coaching and every coachee being 

different. there is no set of comprehensive criteria that can be established. It 

therefore suggests evaluating considering impact, benefit, efficiency, effectiveness, 

relevance and sustainability. 

The next steps following the above are to bring in an external coach for executive 

coaching to transform organisational culture, to create a succession plan for the 

employees retiring over the next few years to ensure we retain internal expertise by 

getting them to mentor the less experienced employees. To implement reverse 

mentoring for younger employees more experienced and confident in technology to 

share knowledge with older employees. To train line managers on how to coach 

employees effectively and implement the grow model. Finally, we need to evaluate 

our coaching and mentoring practices to ensure they are working and what impact 

they are making. We need to further develop the 10 volunteers we provided some 

training to and for them to begin putting their training to use. To evidence that I have 

completed the above I have provided email confirmation from my line manager Vicky 

Cole (Doc.16) 
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