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On the Job Training
1a. Meet with your line manager or other 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.
It was not possible to attend a formal coaching session due to Covid and confidentiality. However, I met with the Head of Organisation Leadership Development for Hywel Dda University Health Board to get an understanding of the Health Boards approach to coaching and mentoring.
Organisation Development came into play in Jan 2018 which consisted of an Assistant Director of Organisation Development, Head of Organisation Leadership Development, Organisation Development Project Support Officer, and a Personal Secretary. However the coaching network is only starting up now with a new member of staff commencing on the 17th May this year. 

There is a link with Learning & Development, but not with regards to induction at the moment but it is planned that coaching will feature on induction as an information brief session to explain to new staff that coaching is available and why. But this won’t commence for a few months partly due to new member of staff being in post and requires familiarisation and also induction isn’t currently ready at the moment.

The organisation development department has had investment to increase their Leadership Development team which incorporates the creation of an internal coaching network. Work has begun to develop the network with the first cohort now half way through their ILM L5 coaching qualification. A further two cohorts have been commissioned and will begin in June and September 2021. Each cohort consists of 15 participants so after these 3 cohorts there will be 45 internal coaches. 

External coaches are currently used within the health board’s leadership development programmes and following the success and impact that coaching has provided, the offer of coaching is now being extended to enable all staff from across the health board regardless of role, grade or length of service to have access to coaching. It is therefore important that the health board build on the coaching network with the aim to increase its internal coaches to 100 over the next 18 months to 3 years. 

The board fully supports this approach given the experience of coaching they have received themselves, hence the investment within the team. In addition, work has also begun in giving leaders training on leading with a coaching style in order that the health board can change leadership culture to one that embraces coaching into everyday work and conversations.

The Head of Organisation Leadership Development said that it would be great to be in a position to offer everyone coaching but this is not possible until the department are further along with their coaching cohort. Once this is in place they can increase their numbers of internal coaches in the HB. 

2. Examine the learning and development policy and any policies directly relating to coaching and or mentoring

There is no policy as yet, however with this new coaching network, a co-ordinator has been employed and is due to start imminently who will work with the Head of Organisation Leadership and Development to develop the policy, strategy ensuring that coaching and a coaching culture is embedded across the Health Board.
When policies have been created they are usually found on the Hywel Dda Intranet page. As that is not the case due to not having a policy as yet there is however a Hywl Innovation Hub website which has leadership development (this website is in the process of being changed and therefore hasn’t been updated in a while). This was launched in July 2018. There are Innovation Funding Opportunities which provides a list of external funding opportunities that are available to Health Care Professionals in Wales. There are also Innovation Projects such as Reducing agency expenditure across all staff groups in 2017/18 with a member from W&OD HDUHB (2021).
One company such as EY’S Vision was established by a group of people, then they shared it with the remainder of the organisation, this to add buy in and engagement. The vision was to assist them in becoming the primary worldwide professional services company and to invest in developing the EY individuals is essential to achieving this. Within ‘Stories from the field’ quote by EY’s promise to the people is ‘whenever you join, however, long you stay the exceptional EY experience lasts a lifetime’. (Clutterbuck et al, 2016 p.g.60). The promise is to develop a coaching culture through EY’s vision. Upon bringing the senior leadership team on board regarding the coaching culture vision, they said it would be very influential if the story being told was a realism (Clutterbuck et al, 2016 p.g.60). 
Adams (2017) who makes reference to employment rules and policies that someone who has just finished University and gets a job and prior to starting it is asked to sign and initial pages of policies confirming they have been read and grasped everything. And that by initialling it this is not evidence it has been read. Incorporated in the pages were details assuming the person would do wrong which is not good for morale. Permitting policies to be in the background and read if individuals want to, means it is not compulsory to read and digest, which in turns suggest a sign of trust.
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). Summarise your discussion 
Upon looking at the CIPD Profession Map with my manager we looked at the following:-
· Principles-led - we discussed the points about work, people and  
professionalism counting within the team and myself as a manager.

· Outcomes-driven -  we discussed the importance of the impact we have

whether it be in work, on people and our professionalism in making better 
decisions as a manager.

· Core Knowledge – Culture and behaviour was a good one that we 
looked at as it promoted for our department, as well as myself the importance of giving my team the space to express their voice, to continue to engage them in the workload and daily changes that evolve and to promote learning to enable us as a team to be efficient in our workload and the information we provide to others within the organisation.

· Core Behaviours – valuing people, this has become a huge shift within 
Hywel Dda as coaching has been promoted for all types of staff regardless of role as advised in my paragraph above.

I feel as a manager I probably do coaching and mentoring everyday with my team without realising it.  Each member of the team come to me with workplace issues they may have.  There is openness and honesty between myself and each individual.  Each month I have a 1-2-1 with the staff member with discussions for barriers they are facing not only with their work but in their personal life. I certainly have noticed that by using these methods that the team feel valued and in return of that, I can see that the approach they use in work is definitely a fundamental one (Landsberg, 2015, p.109).
Following on from the discussion together we looked at the Health Boards intranet page to see whether there were any relevant courses. Below is a course that we came across and discussed that as I am a manager and have a team that this would be beneficial.

As soon as the course it up and running again I will request study leave for this.

	[bookmark: ILM_L5_Cert_Coaching]ILM Level 5 CERTIFICATE in Coaching & Mentoring
	Leadership & Management Development

	Who Should Attend?
The ILM Level 5 Certificate in Coaching and Mentoring is an ideal qualification for managers with responsibility for coaching and mentoring as part of their day-to-day role, or those who wish to move into a development role.
Course Description:
ILM coaching and mentoring qualifications improve team performance by giving you the toolkit to build rapport, set powerful goals and inspire resilience and self-belief.  The coach must be able to recognise the needs of individuals being coached, develop coaching programmes appropriate to meet those needs, and help individuals to achieve to their full potential and thereby unlock staff potential, increase engagement and enable change.  This course is open to participants from within Hywel Dda UHB, emergency services, Local Authorities, and other partner agencies, and thereby enables cross agency networking and coaching.
Course Objectives
To assist first line managers to develop effective staff management skills, including an overview of the relevant theories, policies and practices in:
· Understand the skills, principles and practice of effective management coaching and mentoring
· Review own ability as a management coach or mentor
· Plan, deliver and review at least 12 hours of coaching and mentoring in the workplace. 
KSF Dimensions:
Core Dimensions:         
-  Communication Level 3
-  Personal & People Development Level 3
National Occupational Standards:
-  CM1
-  CM11
-  CM12
-  CM15
-  CM22
-  CM19
-  CM16
Links to other programmes/modules:
On completion HDUHB applicants will be expected to contribute to the Hywel Dda Coaching Network, all participants will also have the option to be included in the Mid & West Wales Coaching Network.
 Duration: 4 Half Days
Facilitator: TBC
Application Details:  
Applications must be submitted using an authorised study leave form:
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