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Q1. Evaluate whether your organisations’ coaching approach needs reviewing, based on current trends.
Every year, advances in technology, society and the economy means organisation’s need to adapt their ways of working in line with current trends to continue to get the best out of their staff   (People Management, 2019). 
Recent developments in AI, virtual and digital learning as well as social learning, which rapidly shifted due to COVID pandemic has called for organisations to change their learning and development approaches to ensure colleagues still have access to training and support materials (CIPD, 2020). 
Within my organisation (Organisation A) there has been a significant change of how coaching and mentoring is embedded. Since the COVID pandemic, coaching upskilling and mentoring conversations are now delivered via virtual platforms such as zoom, teams, or online workshops, making it more convenient for colleagues to access at a time and date that suits them (Harper, 2019).
A change from face-to-face mentoring to virtual mentoring has now allowed for mentors and mentees to continue their relationship and for knowledge to be shared at a distance via video calls, continuing a personalised human touch via a digital platform (ELO, 2020). 
To support virtual mentoring within Organisation A if employees require a mentor and need support in finding the right one, they can visit the online mentoring portal within the business that lists all the mentors available, also highlighting their skills and experience so employees are able to find a mentor that suits their progression path. 
Due to COVID pandemic, L&D is now delivered through digital learning platforms. Organisation A has been enhancing their online digital learning platform for a number of years, shifting away from textbooks and face to face workshops and focussing on quick and accessible e-learning modules, which has rapidly shifted since the pandemic. Online learning tools are now used by more than 57% of organisations highlighting how popular and effective they can be for colleagues to learn through (CIPD, 2020). 
Digital learning allows managers of all levels and colleagues to find all relevant training to their job almost instantly, wherever and whenever needed on various tools such as mobile phones, tablets or computers (CIPD, 2020). As coaching and mentoring workshops are now delivered virtually within my organisation, managers are encouraged to enrol to upskill their knowledge and confidence to be an effective coach, although this is not mandatory so skill-levels may vary. 
Growth in virtual and digital learning has meant managers are no longer being pulled away from their job role to attend workshops, giving them more time to focus on supporting their colleagues at work and finding suitable times to attend online learning tools that suits them. Research also shows retention of learnings increases via digital learning as opposed to face to face (CIPD, 2021). 
In the wider world, AI is now being used to coach employees and improve performance (People Management, 2019), however even though my organisation does not use AI-based learning technology they are working on how to incorporate AI into the workplace.  
Within Organisation A, managers are encouraged to ‘inspire great performance through everyday conversations’ (Organisation A, 2021) by providing on-the-spot coaching with their teams to support their performance. 80% of employee learnings happen via on-the-job interactions with peers and managers (Deloitte, n.d). Social learning is now seen as a growing trend to coaching, being adopted by most organisations it allows for focused support and learning from each another by sharing knowledge (CIPD, 2020). 
Overall, I do believe Organisation A are remaining top against their competitors by keeping up to date with the latest learning and technology trends and are frequently adapting their coaching and mentoring approaches in line with these trends to ensure colleagues continue to receive the coaching and mentoring support they require. 
Q2. Organisations learning and development policies in relation to coaching and mentoring best practice
Within Organisation A, there are currently no policies directly relating to coaching and mentoring as it tends to be more a fluid approach.
However, as it stands, the only policy that requires coaching and mentoring at a minimum is the Performance Management policy where managers are required to complete annual performance reviews based on regular performance coaching and support through on-the-spot feedback and frequent 1-2-1s throughout the year. 
Organisation A believes great managers should lead, engage, and build strong relationships by having inspiring coaching conversations every day and review performance through regular touchpoints so colleagues are aware of their strengths and weaknesses before their annual review (Organisation A, 2021). 
However, it is argued having continuous coaching and mentoring conversations is more effective than holding annual reviews (Snape, 2017). Many organisations such as River Island are now adopting the ‘no-annual-review’ approach and focussing on frequent 1-2-1 coaching conversations instead, as coaching and mentoring thrives from regular feedback (Crowhurst, 2017). 
This would indicate that Organisation A’s approach towards coaching and mentoring seems to fit best practice as having frequent coaching conversations is most effective in getting the best out of employees. 
However, over recent years Organisation A has altered their L&D approach to newly appointed managers and no longer states that coaching and mentoring workshops are mandatory. As line managers play a vital role in delivering HR practices such as coaching and mentoring, it is important they have the necessary support, skills, and training to becoming a great manager and coach their team accordingly (CIPD, 2020b). 








Q3. Evaluate whether your skills within the People Practice core knowledge area need improving
After discussing with my manager where my skills and knowledge in relation to the people practice core knowledge area lay, it became apparent I mostly relate to the Associate Level. However, there are some sections within the people practice where my level of knowledge is at Foundation level or Chartered Member level. Myself and my manager agreed on some next steps that would support my confidence and improve my knowledge to Chartered Member level. 
I understand the employee lifecycle and how people practices can impact my work, along with ensuring compliancy is met in relation to policies, regulations, and the law. 
However, even though I am aware of what workforce and succession planning is, I do not fully understand all the stages that form part of the process. To resolve this, I will spend time with the Lead People Partner to gain full understanding of the operation and identify current skill-gaps to support the business in being future ready. 
Other areas of people practice where my skills need improving is understanding the different tools of stakeholder management and analysis as I have not had any training or knowledge in this area. However, again this will be something I can quickly gain understanding of by spending time with my people manager, and to also understand the models used in influencing stakeholders in making important decisions. 
I also need to upskill my coaching and mentoring skills, as coaching is something I do often within my job however I have not had any refresh-training for a few years. This is agreed I will attend a virtual coaching workshop once returned from maternity leave.  
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