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1. Evaluate whether or not your organisation’s approach needs a review, based on your reading of current trends. 
The People Development Department at MAWWFRS is responsible for delivering training and development to all employees. Strategic aim 1 - Our People in the Corporate Plan 2020-25, aims to ensure all staff have the right knowledge, skills, capabilities providing them with the freedom to make valuable contributions to the delivery of the Service to communities they serve (MAWWFRS, 2021a). 
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Source: MAWWFRS (2021c)
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Source: MAWWFRS (2021a)
In line with CIPD (2020), MAWWFRS recognises that coaching and mentoring is a valuable development tool, that can be used to support the development and career progression, alongside other mechanisms such as training courses, self-directed learning, networking.
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Source: MAWWFRS (2021c)











In 2013, MAWWFRS realised the value of coaching and mentoring could offer, and coaching and mentoring courses were procured to help the Service move forward with this initiative (MAWWFRS, 2021b). 
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Source: MAWWFRS (2021b)
Aligning to Connor (2012), view that coaching and mentoring relationships that are implemented in organisations, help people to take ownership of their own development and release their potential to achieve results, a coaching and mentoring scheme was introduced in MAWWFRS. Individuals of the appropriate management level, with a combination of skills/experience/credibility, interested in the scheme were able to receive formal coaching and mentoring. Once trained they were able to become coaches or mentors to individuals across the Service.
All employees both operational and support staff who believe that they will benefit from having a coach or mentor, are eligible to be considered for the scheme by submitting a request form. Mentors and coaches are allocated based on the coachee/mentee role and responsibilities. Once a suitable match is identified, the process begins. Regular meetings/sessions are held between the individuals. MAWWFRS uses coaching models such as GROW and OSCAR which help to clarify aims, objectives and plan. Reflection and reviews of the process are also undertaken regularly to ensure the process is meeting the development needs that were identified. Learning logs are useful to capture thoughts and reflections. Both sides can learn benefit from a coaching/mentoring relationship.





MAWWFRS recognises that there can be benefits for both the individual and organisation:


MAWWFRS understands that coaching can also help the employee deal with personal issues which could be impacting on performance at work, aligning with Clutterbuck et al, (2016) definition of coaching ’through direct discussion and guided activity, helps an individual to solve a problem, or do a task better than would otherwise have been the case’.
The Service commits to providing the necessary tools to ensure employees have a more balanced lifestyle in terms of general health and well-being. This can help reduce absenteeism, encourage good mental/physical health, reduce stress/anxiety which aligns with the findings of the IES (2013) study. 
Research by Gallup International found that only 15% of worldwide workers are fulfilled at work (Gallup, 2019), MAWWFRS recognises that coaching and mentoring can help individuals feel more fulfilled in their roles by providing a work environment in which they can thrive.
As a public sector organisation MAWWFRS has seen many changes over the years due to re-organisations and financial constraints. Coaching can be very helpful at time of organisational change, helping to move forward a change agenda across the organisation.
MAWWFRS recognises that coaching/mentoring is very effective in supporting other training and development initiatives, helping individuals reflect on and reinforce their learning. As part of the Service’s commitment to the Welsh language, affords staff opportunities to learn Welsh and has set up a Welsh Learners Mentoring Scheme to improve and encourage the use of Welsh in the workplace.
Overall, I do think that MAWWFRS approach to coaching and mentoring is very good. The value of the programmes to individuals and the organisation is recognised and effective measures have been put in place to support these. 

The only issue that I noticed is that although the scheme is open to all employees, it does tend to be seen as focussing on operational staff more than those in support staff roles, leading to an unequal take up. For example, some of the wording in the mentoring procedure states (MAWWFRS, 2021c):
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Source: MAWWFRS (2021c)
This immediately implies operational staff and could put support staff off thinking they are not eligible. Therefore, I think care should be taken in the wording of such documents to avoid this.
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.
MAWWFRS has put together a coaching guide for coaches and managers as well as one for employees. 
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Source: MAWWFRS (2021b)
These guides are extremely useful for all concerned and the content follows best practice from what I’ve studied. From the offset the aims as well as the benefits to both individual and organisation are noted, explanations of what is expected from both sides, coaching models such as GROW and OSCAR are followed as well as the importance of reflection, which aligns to Gibb’s Reflective Cycle (1988).
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I noted in the line manager guide (MAWWFRS, 2020b) and in line with CIPD, (2020) that it is recognised that LM’s play a vital role of ensuring the organisations mission/goals and values are passed down to employees, and thus by helping individuals identify their goals/outcomes ensures the organisation also receives the benefit of the coaching.
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Source: MAWWFRS (2021b)
MAWWFRS also has a Mentoring procedure in place and recognises that by drawing on the skills and expertise of members of the organisation can help other develop their skills and become more effective, thus in turn providing benefit to the organisation, aligning with CIPD, (2020) view of mentoring.
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Source: MAWWFRS (2021b)
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I noted in the Mentoring Procedure that MAWWFRS recognises the importance of the relationship between the mentee/mentor and the steps put in place to facilitate this to get the best out of the relationship 
Based in this I do think the procedures and guidance that MAWWFRS has put in place does seem to meet best practice to what I have studied. The only thing I noted as in point 1 is to be careful not to inadvertently exclude groups of employees by wording issues. Apart from that I think MAWWFRS is an organisation with a ‘coaching culture and mindset’ (CIPD, 2017, (Imru-Mathieu 2018 & Forbes, 2019).




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.
Following research into coaching and mentoring for this module and discussions with my line manager, I now having a clearer understanding of how this links into organisational objectives.

I understand the difference between coaching and mentoring and how the two approaches can be confused when being discussed. Through my studies and discussion, I can see when and how to use them to support learning. 
In MAWWFRS there is a People Development Department that deals specifically with coaching and mentoring programmes, therefore in my role I do not have much to input. However, through my discussions with them and reading of the procedures and guidance, I now have a much better understanding of how it works as a learning tool, why it is in place, what the benefits to both individual and organisation (CIPD, 2020).
We discussed that my role involves supervising two members of the team and I have been on various line manger training courses, which provided me with the tools to carry out this role effectively. I can see that I do provide informal peer mentoring to both individuals on a daily basis through my experience and knowledge of MAWWFRS which is in line with Connor (2012), a relationship between people where more experience or knowledge of a particular area/field and shares and supports the knowledge and skills to support a less experienced person such as newly recruited staff.
I would like to understand a bit more the links of coaching and mentoring has to employee well-being and about the various well-being initiatives that the Service has introduced to see if they are benefitting not only the employees but the Service overall.
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Individual Benefits


solve their own problems


improve their managerial/leadership skills


improve relationships with others


learn how to reflect/develop themselves


more confident


be a better performer


greater insight/gain new perspectives


acquire new skills/abilities



Organisational Benefits


more engaged employees 


increased loyalty


increased skills


increased productivity and improvement


emplyees embrace their role & responsibilities. 
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Introduction Text

Coaching i aseres ofstructured conversations where the coach helps the diet to achieve a mutualy identiied setof goals
4o improve performance and / or develop.

Mid and West Wales ire and Rescue Senvice has positioned coaching as an efftive method of supporting peopie n their
personal and professional development,in achieving orgarisational objectives, and in asisting with organisational change and
development. The benefis of coaching are mutual to the individual and the organisation.

“The development of  leadership and coaching culture is supported a the highest level and i one of the objectives within the.
Service's Organisational Development Plan,

Coaching can be used a5 2 development tool for Incivicuals and teams and has been proven to help engage, mofivate and
develop people at alevels.

‘We plan to continualy revise and improve these guides based on experience and the feedback that we receive.
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MID AND WEST WALES FIRE AND RESCUE SERVICE

MINUTES OF PEOPLE DEVELOPMENT TEAM MEETING

HELD ON 15 July 2014
MINERVA SUITE. SHQ.
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ILM Coaching & Mentoring- RickyW said that GM A Francis
was in the process of procuring an ILM 5 coaching and
mentoring course from the University of South Wales.
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Experience has shown that for mentoring relationships to work, it is important
for mentees to have an element of choice of mentor. In order to facilitate this,
the Head of People Development (scheme co-coordinator) will provide a list of
available mentors. Mentees will be asked to respond with their order of
preference, however, it should be noted that mentors will be allocated from the
next level of management e.g. Group Manager to mentor a Station Manager.
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Mid and West Wales Fire and Rescue Service

COACHING GUIDE

A guide for Coaches and Managers

This guide is intended for Coaches and Managers
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Mid and West Wales Fire and Rescue Service

COACHING GUIDE

What is Coaching?

A guide for Stations and Employees

This guide is intended to be held on station as guidance /
information / familiarisation and will also be given to
prospective coaching clients
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General Information

Aim
Definition of Coaching
Benefits

What is the relationship between Coaching, Mentoring and Therapy

How does Coaching compare to other services?
The growth of Coaching in Organisations
Coaching and Training

Why Coaching Works

Performance

Confidence and Motivation
Behaviour Change

Culture

Leadership

The Coaching Relationship

Contracting

Planning

Action

Feedback

Confidentiality

Listening

No Fault “Divorce”

Meeting Frequency, Duration and Venue
Coaching and the Line Management Function
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The Coach’s Guide

Role of the Coach
Active Listening Skills
Questioning Skills
Summarising
Challenging
Providing Feedback
« Hints and Tips
Encourage Self Coaching
Open up areas for Development
Meeting Preparation
Time and Venue
Contracting
Sample Agenda for Introductory Session
Goal Setting
Reflection
Regular Coaching Sessions
Ending the Relationship
Coaching Supervision
« Hints and Tips
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Line Manager’s Guide 16
* Coaching Emphasis
* Retaining a Clear Line Management Role
« Hints and Tips

Annexes — Additional Guidance and Forms

These forms are there as a guide. They are optional, but may be useful to help
structure the process and to make sure that the Coach gets the best from the process.

Annex A Introduction and Ground Rules

Annex B Client Self Analysis

Annex C Coaching Contract

Annex D 3 —Way Coaching Contract

Annex E Client Coaching Session Summary
Annex F Reflective Log — Coach

Annex G Reflective Log — Client

Annex H Client Testimony and Evaluation

Annex | The GROW Model — Session Notesheet
Annex J The OSCAR Model — Session Notesheet
Annex K Coaching Log of Recording Hours
Annex L Guiding Principles and Code of Conduct for Coaches

Annex M Coaches Evaluation
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Figure 1 - Gibbs' Reflective Cycle

Description

Action

Reflective
Cycle

Conclusions

From “Learning by Doing by Graham Gibbs. Published by Oxford
Poiytechnic, 1988.
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Line Manager’s Guide
Coaching Emphasis

The coaching process is aimed at supporting the client to help identify and work towards
the goals and desired outcomes in a structured and focused way. As a line manager you
are probably most concerned on a day-to-day basis with the skills and capabilities that
employee needs to do their job now.

In order to fully maximise the benefits of coaching, we would encourage the client to
work with their line manager to help them identify the goals and clarify the desired
outcomes, ensuring that the organisation also gets the full benefit of the work the client is
undertaking.

The Coach is not meant to provide a replacement for line management and should not
be used to resolve issues that the line manager should be dealing with.

Retaining a Clear Line Management Role

The client will continue to report to you (if appropriate) and you fully retain the line
management role and functions.

If you are part of a three way coaching arrangement, disclosure of any information would
be as agreed in the initial coaching ground rules and contract.

You will be best placed to provide feedback to the client on their progress or on any
changes you might have observed in terms of their behaviour, approach or performance.
This is vitally important for the client and helps provide objective evidence that they are
making progress as a consequence of their wording.
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Line Manager - Hints and Tips

Give them the space to be coached and workplace support to help them
take forward relevant actions arising as a result of sessions

Help them set objectives which are relevant to them, yourself and the
organisation

Build these objectives into any personal performance plans
Encourage them to share progress with you, if they are comfortable doing so
Keep an open mind to the coaching process

Give them honest and constructive feedback




image18.png
GWASANAETH TAN AC ACHUB =
Canolbarth a Gorliewin Cymru [l [l
B Mid and West Wales
FIRE AND RESCUE SERVICE

MID & WEST WALES FIRE & RESCUE SERVICE
PROCEDURAL GUIDANCE DOCUMENT (PGD)

PGD POD 3.5 — MENTORING

Contents

1.0  INTODUCTION

2.0 PURPOSE OF SCHEME

3.0 ROLES/RESPONSIBILITIES

4.0 CONFIDENTIALITY

5.0 HOW THE SCHEME WORKS

6.0 REVIEWING THE MENTORING PROCESS
7.0 TRAINING, BRIEFING AND SUPPORT

8.0 REVIEW

9.0 APPENDICES
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PAIRINGS

Mentors on the scheme will normally mentor a maximum of 3 mentees at any
one time.

Experience has shown that for mentoring relationships to work, it is important
for mentees to have an element of choice of mentor. In order to facilitate this,
the Head of People Development (scheme co-coordinator) will provide a list of
available mentors. Mentees will be asked to respond with their order of
preference, however, it should be noted that mentors will be allocated from the
next level of management e.g. Group Manager to mentor a Station Manager.

Whilst it may not always be possible to give people their first choice, every
effort will be made to ensure the mentees are able to work with a mentor they
feel comfortable with. The Head of People Development will advise, if
necessary, on making the selection.

A pre-meeting will be held between the prospective mentor and mentee so that
both parties can find out if they are likely to be compatible. Following the pre-
meeting, both mentor and mentee must separately notify the Head of People
Development as to whether or not they wish the pairing to proceed.
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Development The Corporate Plan states that for our people, we will ensure our staff have the knowledge and skills they need to safely
deliver and develop our services. The People Development department will continue to embrace the principle of

Further ierature developing new and existing staff through a variety of apprenticeship and development programmes. This will ensure that

staff receive the very best of learning and development opportunities, much of which will be transferable to other places

“ of work and the communities our staff live within.

P




image2.png
pdrProvs.
| The Al Wales People and Organisational Development strategy underpins the Welsh FRSs commitment to lifelong

 poicies anct rocedures learning and workplace competence. Within People Development, we have a clear focus of putting you the customer first.
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Corporate Plan | 2020-2025

~ Ioé Strategic Aim 1;
Y OURPEOPLE

We will ensure our staff have the knowledge and skills they
need to safely deliver and develop our services, We will
ensure they have the right capabilities for the future and are
representative of the communities they serve.
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Continuous improvement is only possible by employing the right people. We want to have
employees who are representative of the communities they serve and who are trained to
the highest standards in all aspects of the role they are required to undertake today and in
the future.

We want to make a positive difference in what we do and how we do it in order to
maximise our impact by ensuring that the way we operate gives our employees the
freedom to make valuable contributions to the successful delivery of the Service.




