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Contributing to Coaching and Mentoring in the Organisation

Context
1. LO1: Be able to assess the impact of coaching and mentoring activity within an organisation and make recommendations for further development
2. 1.1 Investigate the extent to which coaching and mentoring take place within an organisation.
3. 1.2 Evaluate how current coaching and mentoring activity supports achievement of individual, team and organisational objectives
4. 1.3 Assess factors in the organisation including other learning strategies which could impact on the further development of coaching and mentoring.
5. 1.4 Make justified recommendations for how coaching and mentoring activity can be developed to benefit the organisation.
6. LO2 – Be able to support the implementation of coaching and/or mentoring programmes within an organisation.
7. 2.1 Promote the benefits of coaching/mentoring within the organisation, recognising and addressing the potential barriers.
8. 2.2 Contribute to the development of organisational coaching/mentoring processes.
9. 2.3 Support coaches/mentors to build and develop the knowledge, skills and behaviours required for the role.
10. 2.4 Assist potential coachees/ mentees to understand and participate fully in coaching/mentoring programmes.
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Introduction
Coaching and mentoring is a development approach that is based on many different methods to achieve the best possible results from employees and further develop and progress the individual. The idea is that these approaches strengthen a worker’s skills, work performance and knowledge surrounding the job. These approaches have become more popular within organisations over the resent years, being used to further develop an organisation’s employees. If done correctly the coaching and mentoring approach can be remarkably effective in the development of staff (CIPD, 2020).
This portfolio looks at what policies and procedures are currently being held in my current workplace surrounding the learning and development of employees and if any methods of coaching and mentoring are being used as a tool to further progress employees.
LO1: Be able to assess the impact of coaching and mentoring activity within an organisation and make recommendations for further development
1.1 Investigate the extent to which coaching and mentoring take place within an organisation.
Drainforce LTD is a leading drainage company in South and West Wales. It has roughly 50 employees that have a range of different skills and work in a range of departments. Firstly, I looked at the company's handbook to see what procedures or policies were in place to help the learning and development of the staff.
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On initial expectation of the company handbook, it was doubtful that much had been put in place in respects to coaching and mentoring within in the workplace as the handbook was written in 2015. This suggested that any coaching or mentoring techniques that had been put in place were most likely in desperate need of updating. Specially with new information surrounding coaching and mentoring coming out so regular and that this approach has become more popular within organisations over the resent years, being used to further develop their employees. If done correctly the coaching and mentoring approach can be very effective in the development of staff (CIPD, 2020).
However, there was nothing in the handbook in relation to learning and development of employees. The only indicator within the handbook that performance would be monitored was reference to a performance meeting but sadly there was nothing stating that development of staff would a priority in this but just that it could be used a long side a disciplinary but is not part of the disciplinary process.
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1.2 Evaluate how current coaching and mentoring activity supports achievement of individual, team and organisational objectives.
The lack of learning and development was a concern, especially with the nature of the work that some members of the workforce undertake. When contacting the commercial director, he advised that the company uses a training Matrix to look at employee’s development and that the line managers of the employee will in a sense be their coach. Line managers often take the role of coach and in 2012 was rated the 2nd most effective developing and learning practice. Was even considered to be more effective than being coached by an external practitioner by three times the amount (CIPD, 2012). Today it is still a very popular way in which a company can coach an individual. 
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This included a list of employee's names, their job, their length of service and the courses that they have completed/ not completed and that needed renewing. Line managers would use this Matrix as a source of developing the staff through making sure they were safe to work and had a good understanding of the equipment they were using and the potential dangers surrounding the job. Making sure that the necessary training was in place also helped the organisation be able to win more tenders as the staff’s training fitted the criteria that was set out.
As well as the training matrix, the organisation was also conducting yearly performance reviews. There is a lot of debate over if performance meetings being fit for purpose. With many complaints being over the fact that they are not frequent enough (Gifford, 2020). When it came to the line managers conducting the yearly reviews you could see the negative impact, they were having rather than good, with staff members feeling like they were a waste of time as there is no resolutions from having these meetings. I discussed with the line managers what happens as a result of the performance reviews. The reviews were being filed away and the following year were being reviewed to see if the individual had achieved the targets set out for them. However, there was no real support given to help them achieve this from one review to the next.
1.3 Assess factors in the organisation including other learning strategies which could impact on the further development of coaching and mentoring.
There is clearly a lack of coaching and mentoring within the organisatation and something that need to be addressed. The questions that were asked in the performance reviews were the same across the board, regardless of if the employee worked in the office or was an HGV jetting Engineer. However, although this meant that the questions were very broad it did have the impact for employees to really self-reflect in their own performance before entering their review. 
The CIPD has also suggested that that it is more relevant for managers and employees to have written feedback that is written in their own words. This can be done in a form of a questionnaire (Gilford, 2020). The line managers and employees both aggreged that this was the best method for them as it meant that they had taken the time to evaluate their achievements and future goals without being influenced by the manager, which made the process more effective.
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The Reviews also give the line managers to make comments about the employee’s work over the year and suggestion for their future within the company.
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These performance reviews are conducted throughout the company by whoever the individuals line manager is according to the company structure. However, the directors do not take part in this process and miss the opportunity to reflect on themselves to make improvements.
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1.4 Make justified recommendations for how coaching and mentoring activity can be developed to benefit the organisation.
One method of coaching is using powerful questions. This method is very popular throughout the world, but it is important that coach is delivering that impact through his/her questions. A powerful question should make the individual shift perspective and be able to look at the issue in a different light, making them able to come to new solutions and ideas that could benefit the situation.
The questions need to be personal to the individual and has to resident with in them. This way the question will hit the person emotionally and put it in a perspective that they can relate to on that level. The questions should be clear to the point and reverberate within the individual, almost to the stage where it haunts the individual (Clutterbuck,2014).
In the personnel reviews powerful questions for the individual would be beneficial as this would give the individual a more personal experience and can help them gain confidence and really self-reflect about the work that they do and the potential they have for the future. These partnered with the existing review questionnaire and making the reviews more frequent could potentially have great impacts on the employee’s development. The benefits of having the performance reviews more frequent include a better working environment, happier staff, less work in the long run and a better understanding of the expectations for the employee (Tucker, 2018). 
Currently the individual’s training matrix is not available for them to see, and it is only in reviews they find out what they need training in and what they have training in. This should be available to the employee that way they can develop on their own as well as through their line managers. By having access to their own training matrix, they would be able to see what qualifications they already have and be able to push themselves into achieving more within their work performance and development.
LO2 – Be able to support the implementation of coaching and/or mentoring programmes within an organisation.
2.1 Promote the benefits of coaching/mentoring within the organisation, recognising and addressing the potential barriers.
The potential benefits in coaching and mentoring can be endless for all parties involved. For the stakeholders involved there are huge benefits for their business when mentoring and coaching. It can benefit them with recruitment as mentoring is often seen as a perk in a job now, especially with the younger generations. Through mentoring a positive company culture can be passed through the organisation with its focus being on learning, growth and nurturing, making people more satisfied at work, as well as knowledge sharing being filtered through the workplace with minimal costs. Another major benefit is the employee engagement tends to increase whilst retention de-creases (Cronin, 2019).
A long side this organisations have also benefitted from coaching and mentoring through the employee's satisfaction and happiness, which not only influences the retention rates but also the promotion rates, increasing the productivity within the organisation and attracting new talent (Conin, 2019). There has also been a direct link between leadership development through coaching methods and an employee’s wellbeing and the employee’s stress levels when in work (O’Connor, 2014).
2.2 Contribute to the development of organisational coaching/mentoring processes.
A type of mentoring is ‘one-on-one mentoring’, this is where there is only one mentor and only one mentee. It tends to focus on the mentee’s individual performance and looks at the individuals' skills and how they are being built as well as focusing on relationship-building within the workplace. Often the person being mentored will decide how little or much they are mentored by deciding how often they want to meet, where they would like the interaction to take place and what they feel they would like to discuss (Creighton, 2018). New employees could benefit from this in their learning and development, having a more experienced staff member that they can shadow and ask questions that they are unsure of too.
Another type of coaching is referred to as peer coaching. This is where a small group of individuals come together to learn of one another. It has been found that this method is able to create a deeper understanding through the individuals having no formal accountability to the interactions they have with one another. Peer-coaching is where you have individuals that may be from different departments but share roughly the same experience in their field and are at a similar level as one another (Steinberg, Watkins, 2021). This method may be beneficial for Drainforce as the engineers have different skills to one another. By taking this approach we could get employees skilled in more area and further develop their knowledge in the field.
2.3 Support coaches/mentors to build and develop the knowledge, skills and behaviours required for the role.
The benefits of a line manager being a coach has vast benefits, but throughout the coaching and mentoring process, the ones developing the employee can feel the positives. They often have an increase in self-confidence and self-awareness. The commination skills are usually increased and expanded on as well as the leadership skills the individual processes. They may develop new skills within themselves by asking powerful questions, delivering feedback and learning how to listen. It gives the individual a chance to be part of a growing personal network and exposure to different and new perspectives. Not only does this increase the individual's level of job satisfaction through supporting another person and learning from others, it also increases the chances of that individual being promoted in the future (Conin, 2019).
2.4 Assist potential coachees/ mentees to understand and participate fully in coaching/mentoring programmes.
The final individuals that benefit from the coaching and mentoring program is the coachee/mentee. They develop an increases sense of self-confidence and self-awareness. They develop better communication skills and like the coaches/mentors they also help grow a personal network within the business. The individual learns the ability to self-reflect and ask good questions. They benefit from being supported by someone through improved goal-settings through learning from other experiences. This also gives the individual the opportunity a better chance of being promoted (Conin,2019).
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PERFORMANCE AND DEVELOPMENT AGREEMENT

Objectives by next Review: (These should be SMART — Specific, Measurable,
Achievable, Relevant, Timebound)

Towing Course to be able to be more Flexible within the company.

Rotations with CCTV Operatives to learn

PERSONAL TRAINING & DEVELOPMENT PLAN

Training How will it be Action by Target compl
Need met (e.g. course) whom date

Dan/ Alex 22.06.2022

Dan/ Alex 22.06.2022

Employee Comments
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Stage 3

If you wish to appeal, you should write to the Managing Director within one week of
receiving the stage 2 decision. Your appeal letter should set out the reasons for your appeal.

We will invite you to attend an appeal meeting with a Director when your grievance and your
reasons for appealing will be discussed further.

After the meeting, we will write to you with our final decision. There is no further appeal

from this decision.

Performance Review Procedure*

This procedure runs parallel with, but is not part of, the Disciplinary Procedures. Drainforce
Limited recognises that poor job performance and incapability cannot be treated as
"Disciplinary offences'. These procedures will apply to all employees save for the following.

Probationary Employees

Employees will normally only receive one formal warning for poor performance under the
Performance Review Procedure during their probationary service. If the Employee's
performance fails to meet the required standard after the formal warning, then the
Employee will be liable to dismissal with due notice or payment in lieu. There will be no right
of appeal against any such decision to dismiss in such circumstances.
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e —
Training Matrix Updated: Y Policies and risk assessments signed:

Personal Details Updated: Y Salary: £9.00 To £9.50 As agreed with JP

PERFORMANCE AND DEVELOPMENT REVIEW

Agreed Areas of Responsibility within the Business:

Work safely and ensure the work area is safe.

Achievements against objectives from last review (or since joining the Company)
Starter pack completed & HPWJ

Training undertaken since last Review (or since joining the Company)

HPWJ, Confined Space High Risk, Lul ICl & BTA

Impact of training on performance:
Able to be more routable and can you within London underground and also Iul
possessions.

Ideas/Suggestions for improving Drainforce performance:
Keep the training going as it is to improve my knowledge and move forward within the
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Employer Comments

Dan is a very hard-working employee and doesn't give us any issues. Sickness record is
high we have discussed and looking to get this rate down. Would like to see Dan Progress
well within the company. And take leadership as a lead hand. With this two course that will
benefit the Company to have another CCTV lead hand . With towing in line with lining works

and culvert works to transport plant and materials to and from site.

Date of Next Review: /"%2:2021
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