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Coaching and Mentoring Assignment Part 2
Work based assignment

Organisation approach to coaching
The organisation which will be assessed here is Dyfed Powys Police (DPP). DPP has a positive development culture, with outcomes being the driving force. Critically, the approach to coaching is done so in line with the force’s leadership and wellbeing strategy plan. This ensures one clear and continuous message is being promoted. For this reason, DPP adopts the OSCAR coaching model as seen below (CIPD, 2020, p.5):
O - Outcomes
S - Situations
C - Choices
A - Actions
R – Review
For example, in our HR team meetings, if a problem is identified, our supervisor will encourage the team to assess what we want our outcome to be first and foremost. As a team, we then formulate a plan as to devise a solution. In the next team meeting, we then review these actions. The aim is for the team to build their own solutions and answers, this differs from mentoring where the mentor would pass on knowledge and share answers with the mentee (HFI). The idea behind this being, if a team chooses to build their own solutions, they are more likely to see these actions through. 
One method of reflective practice adopted in DPP is the ‘DAP’ (Development Assessment Profile). This is a formal forum where an individual, regardless of whether they are police officers or staff, can discuss any issues or goals they have with their supervisor. In turn, the supervisor can identify and performance issues, where further training may be necessary, or what steps need to be taken for the individual to develop in their career. A police officer may want to discuss the process in becoming a police sergeant to their supervisor, for example. This provides an opportunity for the two to have honest conversations (Clutterbuck, 2014). 
As part of the DAP activity, the supervisor and individual will meet on a number of occasions to discuss the individuals’ progress. As part of this process, it may be identified that that individual may require a coach or mentor. It is likely that a mentor will be provided by the supervisor, as they will be able to determine which team member has the knowledge and experience to assist that lesser experienced member of the team (CIPD, 2020, p.2). DPP has a dedicated intranet page to coaching. A supervisor can arrange this for their member of staff, or the individual can request coaching independently. It is a confidential process, therefore progress/ outcomes are not shared with the individuals’ supervisor. It is not unusual for a line manager to act as a coach as well if they are qualified to do so, they have the means to seize any opportunities to have those honest conversations when convenient for both parties (CIPD, 2020, p.4). This could be the case in DPP, however on their coaching page, the individual has the option to select who they want their coach to be, and they have plenty of choice with over 50 police staff and officers to choose from. Each coach will have a role profile, outlining their background, so the individual can make an informed decision as to who they think they should be matched with. This request then goes to the L&D co-ordinator, who will check that the coach has the capacity to coach at that time. 
Due to the ongoing pandemic, a lot of coaching/mentoring has had to take place virtually. This has caused significant barriers to the process as much of the rapport built is done through body language. This is naturally, harder to gauge over the phone or on a computer screen. 

L&D Policy vs. Best Practice
DPP currently do not have a published Coaching Policy as it is under review. Therefore, I assessed some of the relevant documents provided on the coaching intranet page for the purpose of this task. 
To ensure DPP maintains high standards and follows best practice, they intricately link to ‘Academi Wales’, with their advice, guidance and for external coaches where required. DPP ensures they maintain best practice by providing guidance documents to their coaches as well as full training, but also plenty of information for the potential coachee so they are aware of what they are committing themselves to. For any coaching process to be successful, both parties must be open and committed to it, willing to have those honest conversations. This professional relationship should be built off good rapport and trust (Clutterbuck, 2014).
The OSCAR model as discussed above, is one of the tools given to coaches, thus following best practice. Another tool provided is a document relating to Johari’s Window Explanation. As coaching focuses on the individual coming up with the answers, this tool informs both parties as to how much self-awareness the coachee has. Being honest is one of the key elements of coaching and enables the coachee to make positive changes. This tool is respected amongst L&D practitioners and can be seen below (McGuire, 2016):
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(McGuire, 2016)

The aim is for the top left box to get bigger, this would demonstrate the coachee is open and honest with both themselves and the coach (McGuire, 2016).

Personal Development
I am new to my role in DPP having only joined in July 2021, I am not a trained coach and continued to be mentored by an experienced member of staff in my team. However, due to the nature of my role as a HR Officer I am required to coach line managers in my division on HR topics. I do this daily, often reiterating organisation policy and encouraging the line manager to come up with their own solutions to problems. I have also partaken in three sergeant seminars, whereby myself and the HR Attendance and Performance Specialist held a virtual presentation on key HR attendance issues. I invited these line managers to identify their own issues, and by using the OSCAR model, encouraged them to clearly highlight what their desired outcome was and how they were going to achieve it. This worked successfully. This is evident in the quality of work they are producing with regards to devolved HR. 
This was also an opportunity for me to develop. Having been paired with my supervisor here, and expert on this topic, she gave information that I was not already aware of. By asking the right questions to the group, she not only challenged the supervisors to think of solutions, but also myself. We discussed this seminar afterwards and my supervisor gave me further advice as to how to improve my coaching skills. She suggested wording to tease the answers from the supervisors, a nod to Clutterbuck’s powerful questions message (2014). An area I know I need to develop in is to stop using my previous experiences to help an individual. I am trying to become ever more focused on the coachee, putting their needs at the centre of the process. Though the key skills needed for a coach is still a area of wide debate and emerging work, I am mindful that this is something pushed by most practitioners (Lane, Stelter and Stout-Rostron, 2018). In relation to the CIPD Profession Map, my role requires me to work at/ aim to work at associate level, whereby I add shorter term value to the organisation (CIPDa). One of the professional areas I am hoping to develop in is, performance and reward. Therefore by developing my knowledge and skills and in coaching and mentoring will contribute to my overall development in this professional area.
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