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Written Assignment

This assignment will discuss the effects of mentoring and analysing performance development on an individual in the workplace. Professional Development (CPD), self-reflecting and reflexivity within the NHS will be explored to establish their effects. In order to better understand what effect mentoring and analysing has, other topics will also be discussed. It is vital to establish what Mentoring and Coaching is, and how it helps to develop a mentor and mentee’s skills. Mentoring and coaching skills that are used within the NHS will also be evaluated. These topics of discussion will help me and establish recommendations that can be employed to develop my skills for my future career as a Primary School Teacher. An analysis will be complete to evaluate the policies and procedures that link to mentoring and coaching within the health and social care setting. 

Continuing Professional Development
Continuing Professional Development, also known as CPD, is described by ‘The CPD Certification Service’ [CPDCS] (2020) are the activities by professional’s engaging in learning, helping to develop and enhance their abilities. CPD ensures learning is more conscious and practical. Filipe et al. (2014) add that CPD is used within management, professionalism and interpersonal communication settings, and many more. CPDCS (2020) explains that CPD will ensure that academic and practical qualifications remain updated. This indicates that an individual will be able to make sure that their professional skills are up to date, allowing those who have lost or forgotten skills to ‘reskill’ themselves, no matter their age, occupation or educational levels. Jackson (2018) expresses that using CPD within a health and social care setting is very important, as it has helped to support the wellbeing of everyone. Within the health and social care setting, CPD needs to be used as it will improve and support the quality of care available for the patients. It is essential in healthcare for staff to remain up to date and well trained. This is due to frequent changes and developments that happen within a healthcare setting regarding the skills required. King’s College London (2020) states that medical knowledge, skills, terminology and training can go out of date, and could be extremely harmful if or when it occurs. 

Self-Reflection & Reflexivity
‘A Conscious Rethink’ (2020) defines self-reflection as when an individual analyses and observes their achievements and goals, reviewing how much they have changed in a good or bad way, helping them gauge and understand how to improve and overcome their concerns. Koshy et al. (2017) explain that within the health and social care setting, using self-reflection is extremely important. Reflecting on career progression will help an individual see if and where they may need to improve their skills to better themselves. Exploring past experiences allows the individual to see how something did not go correctly and helps learn from their mistakes. 
Mulder (2018) explains that ‘The Gibbs Reflection Cycle’ is a model that gives an individual a reflection for development, as a ‘Learning by Doing’ exercise. This cycle was put into place to encourage the individual to think methodically about their experiences within the topic of their reflection. This model of reflection is in a circle of phases for the individual to follow. Mulder (2018) explains what the stages are in order: Description, Feelings, Evaluation, Analysis, Conclusion, Action Plan.
Harvey (2020) defines reflexivity as a term for when an individual can observe their past feelings, reactions and motives in the present. Warwick (2020) adds that reflexivity helps explain how an individual will observe their own beliefs and judgements and how they influence their actions. This indicates that reflexivity involves the individual questioning the assumptions that they have made about past actions. McHugh et al. (2019) explain that reflexivity works best for a singular individual or small group. This implies that a small team of healthcare professionals would benefit greatly from reflection, helping them to create a routine based on the contextual and situational responses. 
Lake (2014) explains that reflexivity will help the individual employee in the NHS emotionally, helping and encouraging them to be more positive, ensuring they develop their essential skills. Reflexivity allows the individual to examine their way of work and what their motivations will be towards their career. HayGroup (2018) states that when an individual within the NHS does a reflection on the team they work with, they could create an action plan of what changes they would want in the team that a year. The Reflection plan could be used to see what the team priorities should be, the obstacles that could be faced and what solutions could be employed to tackle them. 

Coaching & Mentoring 
Chartered Institute of Personnel and Development [CIPD] (2020) implies that coaching and mentoring are both effective approaches, helping individuals develop their knowledge and skills. Blakemore (2014) states that mentoring is defined by mentors focus on the mentee’s future evaluating their personal and career skills. He also states that coaching is for the individual to identify their issues and ways to develop and achieve their current goals. University of Southampton (2020) explains that the mentoring relationship is protected with the mentor helping the mentee to learn and experiment on ways how to develop their potential. Their relationship should be based upon trust and confidentiality. SkillsYouNeed (2020) agrees, and states that coaching is mainly to do with the individual working on their own to improve their performance; the coach will only be there to guide them.
Reid (2017) explains that when having a mentoring session there are 4 things that the mentee needs to consider and follow throughout the sessions, these being; 1) make time to create a self-reflection, 2) goals and objectives with milestones need to be created, 3) prepare for productive feedback, and 4) the mentor should never be taken for granted.
Bose (2016) explains that the difference between mentoring and coaching is that mentoring is more of a long-term session, built on trust and respect, whereas coaching is for a short-term session for immediate help. Another difference is that a mentor will help their mentee to develop their skills, which may not be relevant to their career. However, coaching will help the employee to improve and develop their performance within their current job.
Lloyd (2014) explains that a mentor within the NHS setting will help and support their mentees in learning and developing during their career. The mentor will also challenge the mentees to consider the opportunities and challenges in the mentee's career in the NHS. The Mentor will be a role model to the mentee and will respect the contract of mentoring and will maintain confidentiality. Nation Health Service [NHS] (2020) explains that coaching within the NHS can be accessed by a senior leader, which is perceived as one of the most effective development intervention.


Mentoring
Lloyd (2014) identifies that more than 70% of all private companies in the US are currently using a mentoring system. The mentoring system will be used to develop, attract and to retain the skills and talents of their employees to a good standard as well as to boost company productivity.
The NHS could face many challenges in regards to their staff and their skills. Such challenges could be that the employees may not have the advanced skills and training that they feel they need. As Lloyd (2014) explains, the benefits of having a mentor, in this case, could be that due to their advanced skills and experience within the profession. They could train and teach the mentee and help them learn of new opportunities through their career and develop their knowledge and skill. Community Capacity and Peer Support [CCPS] (2017) also suggests another way to present a mentor session. If needed, a mentoring session may commence over the phone. Peer mentoring will involve actively working together with the individual to improve their self-management and knowledge.

Coaching & Mentoring Policies 
NHS (2016) indicates that mentoring policy was put into place to complement the organisations with their training and development policies and activities. The policy is designed to reflect the institutional belief for the developments for all employees. No matter what their age, gender, race, disability, religion or sexual orientation. 
One example of such a policy would be; the Coaching and Mentoring policy for the Compass Disability Service. The purpose of this policy is to commit to the personal development of all the team members who work in this area. This will help to make the staff members be able to achieve their full potential. Compass Disability Service [CDS] (2015) explains that the coach will support the employee to develop and learn how they can personally overcome the barriers and obstacles that they may face. Giving them feedback on how to process the barriers and obstacles with a schedule that will develop the objectives. 
CDS (2015) explains that the mentor will help guide their mentee, and ensure they feel they are developing where. It can be found in some cases that mentoring is more beneficial that coaching for the new employees as they find it more helpful when taking on the new job. CDS (2015) explains that the objective of this policy is for the mentor, who is usually a higher experienced worker, to pass on their skills, knowledge and experience to the new employees. CDS (2015) explains that the responsibilities of a mentor and coach would have to be supportive towards the individual, by listening to what they have to say, question and to give feedback to them that is non-judgemental. This then will help that individual and encourage them to create their own goals and objectives to follow. 
NHS (2016) explains that the purpose of their Coaching and Mentoring Policy in this area is that it was put into place to give the individual the knowledge of that practice a supporting process. The individual will understand the guidelines of practice and ethical standards and will also be provided with a framework to work to in practice. The NHS employee would have mentoring or coaching sessions for personal development needs or an appraisal review. NHS (2016) explains that the responsibilities that the mentor or coach would have are to obey the NHS SWLA Coaching and Mentoring Policy. The mentor/coach would have to ensure that the qualities and standards of how they are presenting their session work with the ethical framework. They will also have to maintain the confidentiality of any information or detail that has been discussed with the client. However, NHS (2016) also adds that the only time when confidentially may be broken is if they believe that the individual is in serious danger due to their wellbeing, a threat to either themselves or others around them. Another responsibility would be that they need to keep up to date with their knowledge and skills on CPD. NHS (2016) explains that the individuals who take part in these sessions, the mentee, will have to be cooperative with the mentor or coach and to arrive on time for all the meetings. They will have to make sure that they engage with the process of the mentor/coach, helping to ensure that their responsibilities are taken seriously for the outcomes that happen. The client should also provide the coaching and mentoring experience with honest feedback.
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Future Career Recommendation 
The professional career I would like to enter in the future is to become a Primary School Teacher. The recommendation that I would give to myself to improve would be to develop on my reflective mind-set. Heggart (2015) explains a way how to develop this would be to reflect on a specific topic. Starting with describing what the situation is, then a reflection on how I am feeling over the situation. I would then look into how the situation I am in matched the original ideas, exploring what was good and what was bad. Ending with the experimentation stage, looking into what needed to change to make a better outcome, and what would I do if it was to happen again.
As Spalding (2020) explains that it is important to reflect when teaching. This is because it can help towards personal and professional development and improvement. This is effective for teachers as they are the first to explain how a lesson and practice was going and that it can always be something that can be improved. Spalding (2020) states that when a teacher reflects, it will help them understand what went on in the lesson. This will make the teacher understand rather than just experience. If the teacher does not question themselves and reflect, then there is a high chance that this will mean that there would be any changes to be made, meaning nothing would be improved.  Spalding (2020) explains that reflective teaching benefits not only for themselves, but it will also be beneficial to the children involved. This will also help the children to understand and realise how vital learning is. Spalding (2020) shows that another way for this to be effective is that teachers can work together to understand ways on how they can all improve. This meaning that the teaching would be more productive to the children, receiving the best outcomes. The benefits of a teacher being reflective would be; 1) professional growth in themselves, 2) keeping up to date, 3) understanding the learners, how they learn and what they learn, 4) developing the learners experience, skills and knowledge, and 5) humility, the teacher must always be honest when reflecting on both, themselves, children and experiences.
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