CPD assignment one

Introduction 
This paper looks at exploring the role of mentoring and performance development in the workplace. This paper will include a definition of continuing professional development, reflexivity and both mentoring and coaching. It will look at how self-reflection works in health and social care and how it will relate to my own practice and development. Looking closely at how reflexivity would be used in the workplace and how it can relate to my own practice and development. This paper will show the difference between mentoring and coaching and how these will develop the skills for both mentor and mentee. There will be a discuss on why there is an increase of the use of mentoring and coaching in the NHS while using a case study to demonstrate this. The last part will analyze and evaluate any policies or procedures linking any mentoring or support in the workplace in health and social care. The type of mentoring in this paper is shadowing and it will look at any policies or procedures related to the workplace in the health and social care background.  

Definition of continuing professional development and self-reflection in health and social care and how it relates to your own practice and develop.
According to Johnston (2020), Continuing Professional Development (CPD) is defined as the process of tracking and documenting the skills, experience and knowledge that one gains in both formal and informal work. This process helps people manage their own development on an ongoing basis; the process is to help people record, review and then reflect on what they have learnt (Johnston, 2020).  
Britland (2017) explains that reflection in health and social care is essential for challenging and improving on skills and practices. Many people who work in health and social care use Kolb’s model of experiential learning as this includes a reflection in the learning process (Britland, 2017). Britland (2017) explains that every time a new skills or practice is learned, there should be time between then to spend time reflecting on the event or action that bought the new skill alight.

Using self-reflection during the viva, helped bring notice of the new skills that were bought alight. Either using Kolb’s model or Gibb’s model like so many of the viva mentee did. Using the model when the vivas improved my listening skills, picking up on how a person says something or how they interpreted the experience, their emotions in the way they spoke. 

Definition of reflexivity and how it could relate to your own practice and development. 
According to Warwick.ac.uk (2020) reflexivity is referred to as the examinations of one’s own belief, judgement and practice during the research process and how they have influenced the research. However, reflexivity is not the same as being reflective. Dixon, (2020) has also defined reflexivity as the process of continual reflection upon the research process by a researcher. Dixon (2020) explains that reflexivity is mostly used in qualitative research, as researchers can keep journals and discuss with their colleagues on the research process. However, reflexivity can be split into two types, prospective and retrospective; Prospective reflexivity is the effect of the researcher on the study while retrospective reflexivity is the effect of the study on the researcher (Dixon, 2020). Dixon (2020) states that reflexivity is really important in qualitative research as there is many ways the researcher bias could affect the study. 

From the vivas, I have used reflexivity developing my own CPD profile. By tracking my skills that need developing and those that do not, I was able to examine what route I need to take when siting in on the vivas being done. However, making sure that I did examine whether the vivas changed anything or whether things stayed the same.   

Define both mentoring and coaching and how this is used to develop the skills of both the mentor and the mentee. 
The role of a mentor is to manage the relationship, encourage the mentee, nurture them, teach them, offer mutual respect and to respond to the learners needs (skillsyouneed, 2011). A mentor at first will most likely take responsibility to build a relationship between them, understand how the others communicate and learn; while ensuring that each know that the climate of the meetings are conductive to learning for the persons being mentored (skillsyouneed, 2011).

According to Smith (2013), to be a great mentor, is to always play both roles; by looking at the mentor from the mentees perception that can see where to go. A mentor must be committed, the mentor must follow out their promise made to the mentee no matter the obstacle in the way (Smith, 2013). A mentor must understand that the mentee can be anyone, anywhere; this means that mentoring does mot follow the traditional ‘elder-upstart’ anymore, and so the motor is just giving their knowledge to the mentee who does not know the knowledge for a certain role of a job (Smith, 2013). 

To be a great mentee, they must retire the ‘know it all’ attitude and be curious to be able to learn from a mentor who is doing the job/ role that they want (Medium, 2019). The mentee must be an active listener and can have the ability to take feedback seriously; they must dedicate time to do any homework they might receive (Medium, 2019). The mentee can be vulnerable with the mentor as it shows trust and shows the mentor how serious they are (Medium, 2019).

A coach is described by Medium (2019), as someone who operates from a specific, time-bound focus and depending on the need of the coach. According to Medium (2019), coaches may be asked to step in and help an employee improve a skill like, leadership; coaches can be seen as someone who helps employees achieve better work/ life balance, to improve their communication skills, to improve their teamwork skills and to develop self-awareness and emotional intelligence (Medium, 2019).

Discuss why there is an increase in use of mentoring and coaching within the NHS and use case studies to demonstrate this. 
The NHS Leadership Academy have found the four key drivers that underpin the purpose of coaching and mentoring; the first one is to be able to develop systems   and place-based leadership at all levels to support population health (Leadershipacademy.nhs.uk. 2020).  

According to Improvement.nhs.uk (2014), mentoring has benefits in three areas, the mentor, the mentee and the organization. A benefit for a mentor would be improved job satisfaction, which will lead to a benefit to a mentee as that now have enhanced induction experience for new recruits and people moving roles; this will also lead to a benefit to the organization, as they would have enhanced employee value proposition (Improvement.nhs.uk, 2014). Another benefit for mentoring is the mentor will have increased peer recognition while the mentee will have improved their self confidence and have commitment more time to the organizations, while the organization will have staff that are motivated and have improved performance (improvement.nhs.uk, 2014). Mentoring has an additional bonus for mentors as it expands their network in the organization, while the mentee can also expand their network and knowledge in the organization, while the organizations it self will benefit from the enhanced knowledge being transferred (improvement.nhs.uk, 2014). Improvement.nhs.uk (2014) states than 70% of 500 and private companies use mentoring to attract and develop talent to boost productivity; research done by ASTD had discovered that managerial productivity went up by 80% when mentoring was involved. 

Analyze and evaluate any policies or produces linking support and mentoring in the workplace in health and social (examples: shadowing, one to one support or mentoring or learning on the job). 
The purpose of shadowing someone on a job allows the ‘shadow’ who’s interested in pursuing a career that the professional is currently doing; the purpose of shadowing someone could also be the fact that they were hired for the job but need to shadow someone for the first week to get their bearings. When shadowing someone in a health and social care job, policies have to be in place to protect the professional they are shadowing, the ‘shadow’ and any patients involved (Salinememorial.org. 2020). Shadowing can give the ‘shadow’ a chance to observe professionals in their element and they can gain knowledge in that field (Northwestern.edu. 2020). 

Give yourself at least two recommendations for building upon this learning as a professional in your future career + conclusion.
In summary, this paper’s purpose was to look at the exploration of the role of mentoring and performance development in the workplace. This paper looked at the definition of continuing professional development, reflexivity and the difference of mentoring and coaching. This paper showed how self-reflection could be used in a health and social care background and how I applied it to my own development. This paper showed how reflexivity is used in research and how I was able to include it in my own practice and development. This paper showed the difference between mentoring and coaching, it also showed how typically a mentor should act to their mentee and how a mentee should act with their mentor. This paper shows the discussion of why there is an increase of the use of mentoring and coaching within the NHS; And lastly, this paper shows the evaluation of how shadowing is used in health and social care and what policies they must follow. 

A recommendation I would give to myself when I get into a professional career in the future is to always have confidence in myself. At the start of university, I was very shy and did not like public speaking; I found that university encouraged me to be more open and to not think about what others think but to think of myself more. I am able to speak at presentations more freely and that during the vivas being able to speak my thoughts and feelings about a certain topic that the mentee mentioned. The first thing I would recommend is being seen as a formal mentor in my current work. In my work I am currently the only fully trained sales advisor and when my manager brings in new people, they train them to know the basic. When they are on the shop floor, I would say to them if they are stuck or having trouble with something or someone to call for me, as I have more experience than them in a certain situation. By me being there I hope to give them the boost of confidence that they needed and hopefully with that they can learn to have confidence in themselves. By being seen as a formal mentor rather than an informal one, will improve some of my other skills that I will hopefully in any future career. My second recommend will be that age does not matter in a workplace, it is rather the skills and knowledge you hold. An example of this would be during the vivas, the mentees present were a lot older than me and had been working their jobs for some time. However, when I gave my thoughts or when I gave them some of my knowledge about a subject they did not know about, rather than turn it away because they saw me as someone young and not mature enough, they took it greatly. This gave me the knowledge and confidence that if I gave them my thoughts and knowledge that it is up to them whether they use it or not, but overall, I would be glad that I said my thoughts.
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