
Coaching and mentoring in the organisation
On the job training number 1

Hywel Dda university Health Board’s approach to coaching and mentoring requires a review based on evaluating current trends towards these approaches. Traditional approaches towards coaching which organisations tend to adopt can include:
· Counselling
· Well being programmes
· Focus groups 
· Employee engagement programmes 
· Annual performance reviews (PDR’s) 
(CES 2017)
However, more recently there has been a shift to adopting more modern approaches to coaching and mentoring within organisations with the requirement for continuous performance management in comparison to carrying out annual PDR’s. The trend started back in around 2015 with many organisations announcing the scrapping or annual appraisals for its workforce (Woods, J 2018). It is suggested that although annual appraisals have long been useful to align individual employees with the goals of the organisation as well as assess individual performance, the feeling is that most employees feel that annual appraisals are a ‘tick the box exercise’, ineffective and are carried out simply because they have to and are not considered a useful tool for measuring progress and performance (Soriano, K 2007).
Based on this, a review on annual PDR’s within the organisation needs to be considered to more ongoing performance measurement such as quarterly appraisals, or even monthly one to one informal discussions with employees in order to contribute to changes to the organisations approach to coaching and mentoring. By doing so, this can aid towards developing a culture of continuous performance management which can result in changes to individuals attitudes and behaviours, and result in a coaching-orientated approach to professional development (Wood,s J 2018). 

There is also very little in terms of availability to access coaching facilities or training within HDUHB with inconsistent approaches for different groups of staff. Although mentoring is prevalent in medical staff and nursing staff, there is nothing available for other staff groups including estates, admin, or cleaning and catering services. There has been an increase in professional coaches in recent years with coaching related research studies also increasing (Dunlop, 2017). HDUHB needs to adapt its more traditional approach to coaching and consider the potential benefits to providing professional coaching to key individuals within the organisation in order for more employees to be provided with the appropriate skills and be able to deliver what is required to others in order to support the achievement of organisational goals. Upskilling key individuals initially, and providing opportunities can enable employees improve trust in the organisation if there is a culture of coaching/mentorship as it displays that the organisation is committed to supporting personal growth (Landles-Cobb et al 2015). Once key individuals have been identified and attended professional coaching, internal trained coaches and mentors can benefit the organisation financially by no longer requiring external input and allows the key individual to train groups of employees (Bright HR 2020).

All of the above can work towards achieving a coaching culture and embedding these behaviours in to day to day activities within the Health Board. Upskilling and educating key individuals of the benefits of coaching and mentoring can have great benefits for employees and for the organisation and so it is vital that Hywel Dda University Health Board reviews its approach to ensure the continued success of the organisation. 
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On the job training number 2

Considering the learning and development policy, as well as coaching and mentoring it is clear that there are some robust procedures in place, particularly around learning and development and mentoring but more focus on coaching within the Health Board needs to be done. 

Considering the learning and development policy, the content within is detailed and clearly linked to organisational objectives which is best practice approach. It also discussed mandatory training needs which all employees are required to complete ensuring it is specific to the employees’ role, and discuss the annual PADR (appraisal review) which managers are required to undertake 12 monthly. As part of the PADR procedure, employees are provided an opportunity to identify their personal and professional development needs and ensuring there are robust performance and appraisal systems in place to ensure all parties are aware of their responsibilities can help towards employee performance and development (Personnel Today 2012).  As part of the learning and development policy, individuals are also able to access courses to further improve their knowledge such as the Managers Passport programme which is also available to internal employees. Creating good managers through effective training can contribute positively to coaching and mentoring as it enable employees to maximise their potential. It also provides managers with the skills to improve their approach to management style, openness to new ideas, more willing to listen to their team and the ability to encourage their employees to be more involved in new work experiences (CIMA 2008). However, the Managers passport is only available to managers who are band 6 and above and so exclude a large proportion of the workforce which isn’t best practice in terms of allowing all employees with the same opportunities and access to professional development. 

Evaluating recent coaching documentation and coaching practices within the Health Board there is some provision for how to approach coaching effectively. A brief guide developed b HR is available to managers to guide them through the correct coaching practices. However, it is very brief and there is no formal training programme available to employees of the organisation. Lack of leadership from the top can be a major barrier to developing a coaching culture and so the organisations leadership needs to consider adapting their approach and improving the accessibility to formal coaching programmes in order to encourage medication and commitment for long-term sustainability with its employees (Brook, J 2005). 
In regards to mentoring, there are robust processes in place, particularly for medical staff and nursing staff with the Health Board being a training hospital this is a vital element. There are clear learning competencies in place which employees need to achieve, and each individual are allocated an educational supervisor. Ensuring there are clear expectations to achieve, enables both parties to understand the nature of the mentor/mentee relationship from the start and provides general objective which the mentee will need to work towards in a clear and precise way (Birbeck, Unversity of London) which is considered as best practice. 
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On the Job Training number 3

Using the CIPD Profession Map (2013), I met with my manager to discuss potential future needs for me to develop my skills. I identified that I would require more exposure to developing core knowledge in people practice. Discussing my findings with my manager, she was impressed at my knowledge of coaching and mentoring practices within the Health Board which I have developed as part of my research and we discussed the buddying system document which I had created and she was very interested in taking this forward specifically for overseas doctors to work from, make ‘SMART’ and ultimately utilise as part of the recruitment process.
It was evident however that my knowledge in some key components to people practice at a higher level require additional exposure including being involved in key workforce planning, familiarising myself with the regulation and law and also become more involved in performance management (CIPD 2020). As a result, I have been asked to be involved in an ongoing case of performance management with an individual employee whom I was involved in the recruitment process with in order for me to understand the employee lifecycle and how organisational practices and individual behaviours impact on one another. 

It was also discussed that upon completion of increasing my knowledge and skills in these areas, I will be able to add value by providing some form of coaching or mentoring training myself to other colleagues. I can also utilise my evidence-based knowledge in this area to train line managers in the benefits of coaching and mentoring. It will also allow me to assist managers in recognising situations where coaching or mentoring may be appropriate and encourage employees to develop personally and professionally (Clutterbuck 2012). 
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