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Understanding Coaching and Mentoring

Activity 1
Meet with your line manager or relevant person to thoroughly understand your organisation’s approach to coaching and mentoring, if possible attend a formal coaching session or observe a mentoring relationship.

During a discussion with the Innovation Officer who has taken the lead on implementing a Mentoring Programme and reviewing coaching and mentoring within the Organisation, I now have a thorough understanding of the approach within Swansea Council.

Due to the ongoing budget savings, the focus on coaching and mentoring has been on cost savings rather than from a developmental perspective.  Therefore, the aim has been to utilise the resources already within the Council, identifying where the skills are rather than paying for external trainers/courses.

The proposals in implementing a coaching and mentoring programme are linked with knowledge management and succession planning to share knowledge and skills.  A mentoring scheme has been launched to provide staff with the opportunity to learn from others or pass on their own knowledge/skills, (Swansea Council, 2021).  The Innovation Officer attend Senior Management Team meetings across the Authority to encourage engagement with the scheme and establish interest from employees.

If individuals are interested in becoming a Mentor, firstly they need to complete an E-Learning course, trusting them in relation to their specific skill set.  Each relationship depends on the requirements identified by the Mentee and is typically for a 12 month period.

Individuals who are interested in becoming a Mentee are signposted to the mentoring programme via the staff net, (Swansea Council, 2021), registering their interest which is then checked against the ‘pool’ of Mentors to determine whether anyone is compatible.

There are currently 15-20 mentors within a pool with specific knowledge and skills linked to them.  More people are engaged with the welsh language scheme as it is more specific, natural programme for support linking with the University.

HR Facilitate the initial agreement, and 6 monthly reviews are undertaken by the Innovation Officer, issuing a survey, record kept of mentor/mentee’s, identify if relationships have expired.  Unfortunately due to the pandemic, a number of relationships have ceased.

Whilst Swansea Council identify that mentoring is critical to career progression with individuals understanding the value they bring to the organisation which is supported by (BrightHR, 2019), unfortunately due to Covid and budget cuts, people don’t have the capacity to provide resources to the time it deserves and as such, mentoring relationships are one of the first things to cease.

Unfortunately the take up of the scheme has not been as successful as initially thought due to the difficulty in getting the Communications Department on board for support and engagement.

Going forward, the Authority is considering incorporating coaching and mentoring into Performance Management and personal development plans to identify skills gaps and obtain skills through a mentor programme.  Success stories would be a way of engaging people in understanding the benefits however, to date this has been difficult as people don’t want to be filmed.

Swansea Council also have a specific Welsh Language mentoring scheme which is linked to free welsh lessons that are provided by Swansea University.  The Authority offer a mentor as a go to person to practice the skills they have learnt, details can be found at (Swansea Council, 2021).

In relation to coaching, active learning sets have been implemented whereby individuals attend a session and identify a problem/barrier they are facing, they present their problem with others asking questions and they come to a solution.  It provides individuals with an idea of where they need to go, identify if they came to a solution and if so they drop out of the set.

To enable a successful programme, buy in from CMT is essential however, dues to the knowledge within the Strategic Team, views seem to differ.  If Senior Management don’t understand the concept and benefits of coaching and mentoring, there is lack of ‘buy in’ and engagement.

Going forward, embed within the Organisation, mentoring discussed as a solution to skills gaps.  The aim is for employees are actively share their experiences by word of mouth in relation to their successes and what they have learnt.  In addition, it would be beneficial to incorporate into the Management Development Programme with a specific topic on coaching, providing managers with the tools to enable them to push back to employees.

I have learnt that funding is available to Social Services for staff to undertake ILM Level 5 and Level 7 Coaching and Mentoring qualification however, this is specific to the requirements of the roles and as such is not available for the rest of the Organisation.




Activity 2
Examine the learning and development policy and any policies directly relating to coaching and or mentoring and make some notes as to whether you think the content meets the best practice requirements you have studied in class and within your literature research.

Swansea Council’s Training and Development Policy, (Swansea Council, 2021), outlines the importance of providing staff with development opportunities relevant to their roles which are identified through succession planning.

It identifies the benefits of sharing and exchanging knowledge and experience between colleagues and managers from both within their immediate teams but also different departments and teams across the Council.  Encouraging both formal and informal workforce development activities.  This being in line with (CIPD, 2020) outlining the effectiveness of coaching and mentoring in relation to supporting people, encouraging self-directed learning and sharing resources.

Coaching is identifies as one of the key areas of development for employees within Swansea Council, with the aim of developing skills to enable individuals to undertake their roles effectively.  This being in line with Coach Mentoring (2018) recognising that effective coaching and mentoring can increase engagement, enhance performance which in turn maximised productivity.

The Training and Development Policies details both internal and external opportunities for staff clearly outlining the expectations should individuals wish to engage in such training.  Coaching and Mentoring/Action Learning sets are referenced as specific informal learning opportunities to be considered by managers.  This encouraging staff to engage in opportunities to enhance their knowledge and skills and provide opportunity for career progression.

This approach is recognised by BrightHR (2019) that when staff engage with learning opportunities, they understand the value they bring to the organisation, whilst gaining confidence both personally and professionally which in the longer term could lead to a strong, workplace culture and as such identify the organisation as a ‘attractive employer’.




Activity 3
Discuss your development needs with your line manager as a result of the above activities, using the CIPD Profession Map as a basis for your discussion. Consider whether or not your skills in this area require improvement (for example delivering training on the topic/coaching line managers).

Following the discussion with the Innovation Officer, it was clear that whilst I had a brief understanding of the coaching and mentoring approach within Swansea Council, I lack in-depth knowledge of firstly the benefits of coaching and mentoring and also how they are being developed within the organisation.  Whilst completing the assignment, I feel I now have a clearer understanding of coaching and mentoring and also how when used effectively can bring a number of opportunities for individuals, stakeholders and the organisation.

In line with the CIPD Profession Map (CIPD, 2013), my aspiration is to work within band 3 for all aspects of my role however, as a HR & OD Business Partner, I have limited opportunity to engage with the strategic element of coaching and mentoring due to my involvement with operational matters.

The move from band 2 to band 3 will enable me to utilise my time effectively by engaging, involving, coaching and supporting others.  This has formed part of my role during the pandemic as I have been required to upskill the HR Advisors in dealing with queries in relation to Education and Schools.

Having now completed the module, I feel I have enhanced my understanding of Coaching and Mentoring and have the confidence to engage Senior Management in discussions regarding the benefits and encourage engagement from employees.  In addition, I have the knowledge to provide advice in relation to training needs analysis and identify where Coaching and Mentoring could be used as a tool to fill skills gaps and provide development opportunities for both Mentors and Mentees.

Going forward, I feel I will be working between band 2 and 3 however, however attending Action Learning sets as the subject matter expert and being part of ongoing discussions will enable me to meet my aspiration of working towards band 3.
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