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Assignment 1

1.The Concepts of Coaching and Mentoring
The History of Mentoring
Mentoring can be traced back to as far as around 800 BC, found in Homer’s Odyssey with the word being derived from an old friend of Odyssey where Odyssey’s son was taken on a development journey to prepare him for the throne. Later, in the 18th Century, publications based on the philosophy of experiential learning were released linking mentoring with cognitive and emotional development, leadership and social integration. 
The History of Coaching
The term ‘Coach’ was used initially as a slang word in Oxford University in 1830 for a tutor who carries a student through their exam as it suitably comes from the verb ‘to coach’ meaning to transport someone from A to B and has been well recognised in the sporting world since 1831. In the 1950’s cognitive psychology started to take shape (Morrison 2010) and the behaviourism theory was replaced by a more humanistic approach where pressure was put on employers to treat their staff well as opposed to the belief that human behaviour is without thought or feeling.
Defining Coaching and Mentoring
Mentoring
There is often confusion over what constitutes mentoring as there has been no widely accepted definition articulated (Charles et al, 1990) which is demonstrated by Gibbons (2017) when listing 8 definitions, none of which have been used within this report (apart from a comparison).  This is likely to be because there are a number of models for delivering a mentoring programme in which the aims of the programme vary.  The 3 described by Poulson (2006) refers to ‘Sage on the Stage’, ‘Guide on the Side’ and ‘Learning Alliance’ as below:
	Sage on the Stage
	Mentor is seen as successful and powerful who uses their influence and experience to open doors  for the Mentee which, in turn, gives the Mentee some credibility

	Guide on the Side
	Mentor takes on the role of the teacher, advisor and role model to support the Mentee through transition at work

	Learning Alliance
	Mentors provide inspiration by sharing stories of their own experiences in order that the Mentee can come up with their own solutions.  This forms a two-way learning relationship



Clutterbug et al (2016) defines Mentoring as ‘Off-line help by one person to another in making significant transitions in knowledge, work or thinking’.  
This differs to Clutterbug’s own definition, provided by Gibbons (2017) where he is quoted with the following:
“Mentoring involves primarily listening with empathy, sharing experience (usually mutually), professional friendship, developing insight through reflection, being a sounding board, encouraging” - David Clutterbuck		
Parsloe (2009) differs with his definition as it clearly places the control with the Mentee:
‘Mentoring is to support and encourage people to manage their own learning in order that they may maximise their potential, develop their skills, improve their performance and become the person they want to be.'
However, mentoring is often defined as a professional relationship where a more experienced person, the ‘Mentor’, helps to develop the skills and knowledge of a less experienced person, the ‘Mentee’ , resulting in professional and personal growth.
Coaching
In contrast, Coaching can be defined as ‘A process by which the coach, through direct discussion and guided activity, helps an individual to solve a problem, or do a task better than would have normally been the case’ (Clutterbuck et al, 2016).  This clearly emphasises the fact that Coaching is task based to help improve the individual’s performance.
Another definition for Coaching is ‘Unlocking a person’s potential to maximise their own performance.  It is helping them to learn rather than teaching them’ (Whitmore, 2017).  This again focuses on improving performance but could easily be used for Mentoring as this does not indicate that it is time- bound or task based and when, stood alone, could create confusion between Coaching and Mentoring. 
Again, as can be seen for Mentoring, there are a number of definitions as opposed to one which creates confusion between the two.  In her blog, Wise (2010) has identified 10 different definitions although this definition appears to the most clearest of all as it separates itself from Mentoring.  It is the one provided by CIPD:
‘Coaching is about developing a person’s skills and knowledge so that their job performance improves, hopefully leading to the achievement of organisational objectives. It targets high performance and improvement at work, although it may also have an impact on an individual’s private life.  It usually lasts for a short period and focuses on specific skills and goals’ (CIPD, 2009)

Similarities and Differences
Although some of the similarities and differences have been referred to above, the table provided in Appendix A helps to differentiate  between the two.
Both Coaching and Mentoring explore the individual in terms of their motivation, needs, skills and thought processes and use questioning techniques to get the Mentee or Coachee to think for themselves so they are able to set a plan and monitor progress.  That way the individual has invested in their own development and can use these skills to solve any other problems in the future, thereby empowering them to improve their own performance.
Mindset and the Locus of Control plays an important part in Coaching and Mentoring as the Coach/Mentor needs to ensure the Coachee/Mentee is aware that they are Masters of their own destiny and can achieve this by recognising their circle of influence and taking a proactive approach. 
Covey (2005) identifies 7 habits of highly effective people: 
· Be proactive
· Begin with the end in mind
· Put first things first
· Think ‘win-win’
· Seek first to understand, then to be understood
· Synergie
· Sharpening the saw – renewal  & continuous improvement
There can be some cross-over between Mentoring and Coaching as there are many similarities between the two with the same tools being used for both and an argument exists that combining the two interventions provides the best results (Clutterbuck et al, 2016).    For instance, a Mentoring relationship may be established which results in greater confidence and improved skill-base, however, also identifies an area that would benefit from a Coaching approach ie a specific task.  

Counselling and One-to-One Training
Counselling
Unlike Mentoring which is looking to develop the individual and Coaching which is looking to improve performance, Counselling is there for when things are not going as well as they could, focusing on specific problems and looking for emotional resolutions to past problems in order to be able to move forward with ‘healing’ as the main objective (Ramakrishnan, 1990).
Counselling is a skilled form of help which has an overt therapeutic purpose which can take many forms with many approaches but the agenda lies with the client (Garvey, 2004).  There are a number of similarities to Coaching (trusting relationship over the short-term with the aim to provide support to the individual whilst control remains with them), however, Counselling differs as it focuses on providing specific therapeutic remedies to help with their mental health.  That is not to say that Coaching is less therapeutic, it just means that the focus is placed on improving performance with therapy being a by-product which has also shows statistically to improve wellbeing (Hicks et al,2013). 
The pandemic has placed a lot of pressure on individuals with the result of many re-evaluating their work lives and a work/life Coach or Mentor can help to provide focus on what matters most (Chugh, 2020), whilst a Counsellor can help with any mental health issues arising from the effects of the pandemic.  This combined approach, together with the combination of coaching and mentoring would ensure that the organisation gets the most out of the individual in terms of the long term aim (Mentoring), improvement in performance (Coaching) and the mental wellbeing of the individual (Counselling) which when delivered as a whole can see great returns for the organisation.
One-to-One Training
The relationship concerned with One-to-One Training is very much based on teaching with a directive approach being used to relay information from teacher to student over a very short period of time.  According to Adams (2017, page 137) “Research shows we learn 70% experientially, 20% socially, 10% formally, meaning 90% of how we grow and develop in our roles has nothing to do with being taught in the classic and typical ways” which strengthens the case for the introduction of a coaching and mentoring programme within organisations, particularly when it is acknowledged that the human brain forgets 80% of what it has been taught within 30 days of the training programme (Adams, 2019).  In contrast, with coaching and mentoring investment is made by the individual in the actual learning and therefore likely to be remembered as the skills have been practiced, reviewed and reflected upon to ensure that these have provided the development required which ultimately provides greater value for money.  

2. Different Types of Coaching and Mentoring and How These Can Be Applied
There are various types and applications of Coaching and Mentoring.   Creighton (2018) lists 6 mentoring types: One-on-One; Situational; Developmental & Career; Reverse; Group Based and Peer Based,  whereas Zantis (2016)  lists 15 for Coaching: Business; One-on-One for Executives; Personal/Life; Career; Group; Performance; Newly Assigned Leader; Relationship; High Potential/Developmental; Coaching to provide feedback/debriefing/development planning; Targeted Behavioural; Legacy; Succession; Presentation/Communication Skills, Team.  
This report focuses on just 3 of each:
Reverse Mentoring:  This is where mentoring is reversed ie a tech savvy millennial could help to improve the IT skills of an Executive.  However, this could also be used to address changes needed in culture.  Virgin Media used Reverse Mentoring to pair senior colleagues with colleagues on lower grades from BAME, LGBTQ and disabled groups.  Although there were inevitable differences in the pairings, there were also similarities and both parties benefited (Jolin, 2018), despite initially being unsure of the language to be used. 
One-to-One Mentoring:  This type of mentoring is focused on the relationship between Mentor and Mentoree and individual skill-building.  The participants are either matched through a formal programme or they self-select who they want to be paired with, the time span, when and where to meet and the objectives for each meeting.
Development and Career Mentoring:  This type of mentoring typically involves managers and directors who mentor to develop the careers of their employees, normally spanning a few years, in order to ensure the Mentee learns the necessary skills to take the next step up ie a Financial Controller learning from a Finance Director on what is expected to run the Finance function at a strategic level.
Peer Coaching:  This type of Coaching brings two work colleagues together to share thoughts and problem-solve by sharing the Coach/Coachee role.   Johnson (2011) recommends an hour as the ideal length for each session with 30 minutes as Coach and 30 minutes as Coachee, ending with the question ‘What have you got out of today’s coaching session and what will you do before the next one?’
Team Coaching:  This is used to establish the team’s mission, vision and strategy and define the rules of engagement between team members.   They might be coached individually in order to help build an effective and high-performing team and tools used, such as Myers Briggs Type Indicator, to help identify the characteristics of individuals within the team and how these can be used to improve the team dynamics.
Executive Coaching:  One-to-One Coaching is becoming more popular for organisations to improve its Executives in order to develop new skills, increased performance and preparing for career advancement.   This is seen as a way to improve business results as it is often linked to the strategic objectives.  Due to the level required, it is usually delivered by external professional Coaches within an agreed timeframe.
Application of Mentoring and Coaching
Both Coaching and Mentoring can be delivered either internally or externally but external mentoring/coaching can be expensive which is why it only tends to be used at executive level where the skills within the organisation are limited.
A Coaching and Mentoring Programme can be designed to assign a Coach/Mentor to an individual or to allow that individual to select the most appropriate person themselves.  There are advantages and disadvantages to both as the attributes are not always obvious, particularly where the persons are not known to each other, this is where HR can be useful in matching both parties. The most important point is to ensure both parties are compatible as reliance depends of a good rapport.
There are a number of models that can be used in Coaching and Mentoring, each provide the framework to aid discussion.  These models are illustrated in Appendix B with a brief overview below: 
· The GROW Model is a good model to be used at the beginning of a period of Coaching or Mentoring as the type of questioning helps to understand how the Coachee/Mentee thinks and can help to develop the rapport needed for a successful experience.
· The OSCAR Model is commonly used in both Coaching and Mentoring as the primary use is to encourage employee development over both the short and long-term.  It allows the individual to lead on their own development without the need for their coach to supervise them (Lea, 2020).
· The CLEAR Model is an effective tool for transformational change as it develops a shift in thinking at multiple levels: physical; psychological; emotional; purposeful, as the line of questioning focuses on wider thinking unlike the comparison given for Performance Coaching.
With all models, questioning is an important part of Coaching and Mentoring and Clutterbuck (2014) considers that a powerful question is one delivered in the right context to be effective and advises PRAIRIE to be used as a prompt for the Coach/Mentor in the formulation of the questions:
	P
	Personal
	Relates to you

	R
	Resonant
	Hits you both emotionally and intelligently

	A
	Acute
	Gets right to the point

	I
	Incisive
	Gets right to the point

	R
	Reverberating
	It keeps coming back to haunt you

	I
	Innocent
	Free from any connection with the Coach/Mentor

	E
	Explicit
	Simply expressed



Clutterbuck (2014) also suggests that it is a good idea to try and soften a tough question by approaching it with an opening, such as ‘help me to understand’ and to only use the word ‘why’ when a real challenge is required.

The Role of the Line Manager
The role manager has a number of factors to balance with their involvement in Coaching and Mentoring their own team: Discipline v Coach; decisions on pay v open conversations about performance and career progression; short-term goals v mid to long-term career plans (Clutterbuck, 2018).  Equality is also key and needs to be carefully balanced to ensure fairness within the team. 
There are significant benefits to the Line Manager as Coach.  These are:
· Improved team performance
· Improved communication
· Good team dynamics
· Increased innovation
· Long term gains
However, the Line Manager has responsibility for the overall performance of their team and pressure to deliver which can influence their ability to Coach effectively as the ‘tell’ is often easier and quicker than the ‘ask’ when targets dictate delivery.  
Mentoring tends to require a deeper understanding of the individual which can also be difficult in the Line Manager/employee relationship as there is often a need for the manager to keep some distance so as to balance the requirements of their Line Management responsibilities with developing their staff.  For this reason, there is often a reluctance for the team member to open up and disclose information to their Line Manager, rendering Mentoring ineffective as it’s a relationship built on trust.  
The Line Manager, however, can ensure that each team member has an effective performance and development plan and use this to Coach their team in a number of activities and act as a guide for others, where this is not possible, by suggesting who may be suitable as a Mentor/Coach and the topics that they may like to consider to discuss.  
Factors to be considered when Implementing Coaching and Mentoring 
It has been determined that stress, anxiety and depression are leading causes of sickness at work and that Coaching can help with this as it increases both capability and confidence in what is expected of them (Hicks et al, 2013).  By developing staff in a manner that requires less supervision, allows for managers to work on the system “to create an adaptive organisation …. so that when demand changes people change what they do” (Seddon, 2003).  This not only improves the working environment in which staff can flourish but has a direct impact on productivity.  By focusing on external factors such as risk and compliance, managers can make an even greater impact on the overall performance achieved (Deloittes, 2006).  With human resources being the greatest asset, investment is critical to success. 
When combined with other learning methodologies, Coaching and Mentoring can add real value to develop people in order to maximise their potential which ultimately drives down costs.  As already noted in this report, only 10% of all learning is achieved through the traditional forms of teaching and even then only 20% is retained in long term memory which demonstrates that the 70% of experiential learning needs better harnessing.  An effective Coaching and Mentoring Programme can facilitate this as part of the Learning and Development (L&D) offering.  By working together, HR and L&D, can provide the tools needed to create a Coaching and Mentoring culture, matching the right Coach/Mentor to the correct Coachee/Mentee, supported by policy and templates to ensure standardisation is achieved, monitored by HR.  
One of the key factors for success is good communication and the ability to meet up regularly to discuss and review progress.  This can prove to be a challenge, particularly through a pandemic when contact with others is restricted.  This has placed even greater expectation on Line Managers to support their staff through Coaching, Coached themselves by HR (Suff, 2020), with better use of technology. Through Coaching, the Line Manager is able to help the individual discover their own personal contribution, re-designing their role to achieve a greater purpose (Gino and Cable,2020)  which provides the motivation needed to work in a VUCA (Volatility, Uncertainty, Complexity, Ambiguity) world.  Also, the two-way relationship of Mentoring can provide support for both parties when working in such an environment as described by Fessell et al (2020) who urges the need for the Mentor to fortify themselves first.

3: The Potential Benefits of Coaching and Mentoring in Organisations
There are numerous benefits to not only the Coachee/Mentee, but also to the Coach/Mentor, stakeholders and the organisation itself by introducing a Coaching and Mentoring Programme as ultimately it can lead to increased performance and productivity.  This is discussed in greater detail below:
The Benefits to the Coachee/Mentee
Helping to improve the individual’s performance and self-awareness increases their confidence and ability to think in different ways to address problems in the future.  By reviewing tasks, receiving feedback and reflecting on this provides them with the space needed to be innovative, creative and free to fail in order to continually improve and reach their full potential. It also helps to improve their motivation, job satisfaction, loyalty and commitment to the organisation which can provide a sense of wellbeing both at work and at home. 
The Benefits to the Coach/Mentor
Similar to the benefits gained by the Coachee/Mentee, the Coach/Mentor can also benefit from improved performance and self-awareness which increases their confidence as the successful development of the Coachee/Mentee affirms their own belief in their abilities.  The very act of working together to problem-solve an issue relies on good communication skills, empathy, facilitation and trust.  This can lead to improved job satisfaction and good mental wellbeing.   
The Benefits to the Organisation
Organisations need emotionally intelligent managers to help people develop the competencies and commitment to work together in the new ‘knowledge economy’.  To become learning leaders, they must first gain competence in each of the four managerial mentoring roles of collaborator, innovator, producer and integrator Fritts (1998). 
As organisations are becoming ‘leaner’ and more linear to deal with the fast pace of change, leaders will need a more ‘hands-on’ approach to work in order to achieve greater value for money.  Robert Greenleaf articulated a vision over 25 years ago, of what he called “servant-leadership” – one who leads by empowering others to reach their full potential Fritts (1998).

By introducing a Coaching and Mentoring Programme, an organisation is investing in its most valuable resource to ensure that each member of staff can reach their maximum potential and deliver on the strategic objectives through their own personal, team and departmental objectives.  This drives customer service standards up (both internal and external), reduces costs through the reduction of failure demand (a failure to do the right thing, or the right thing for the customer) and improves customer satisfaction.  It provides a positive culture of learning, nurturing and growth, resulting in staff who feel satisfied and happy at work. 
It can also help with the under representation of diverse groups in providing as much support to people within those groups to achieve management level and to help the organisation understand  the world from their prospective. 
Coaching and Mentoring is a low cost way of transferring the knowledge and skills from senior to junior staff and, with an increase in job satisfaction, can lead to increased employee engagement and retention, particularly in the new age of millenials.
‍
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Appendix A
	
The Key Similarities and Differences of Coaching and Mentoring in the Workplace


	
	Coaching

	Mentoring

	Agenda
	Learning and development
	Learning and development

	Aim


	Optimal performance/improvement at work
	Development of less experienced member of staff

	Focus


	Specific skills/goals
	Improving skill-set and knowledge

	Driver
	Performance driven – non directive
This is focused on improving their performance and providing the skills required to do their job to a high standard
	Relationship driven – directive
Mentoring is not just about improving their performance in their current role but about improving their skills and knowledge in the long term to support their career and to help them to achieve their full potential

	Length


	Defined period – generally to address a task or problem
	Longer term relationship

	Frequency
	Regular meetings take place
	Greater flexibility for when meetings take place – agreed at each meeting

	By 
Whom

	Trained Coach/Mentor -
This could be the line manager or a peer
	Trained Coach/Mentor - A Mentor would also be required to have more experience than the Mentee

	Direction

	Learning from coach
	Although primarily learning from mentor,- the best mentoring relationship involves two way learning

	Locus of Control
	Control remains with the Coachee
	Control remains largely with the Mentor as they are using their own skills and experience to help the Mentee develop

	Base
	Task-based 
	Relationship-based

	Method
	Questioning techniques, reflection, action, review, feedback
	Questioning techniques, reflection, action, review, feedback

	Skillset


	Questioning, listening, clarifying, reframing
	Questioning, listening, clarifying, reframing


Similarities      Differences


Appendix B
	The GROW Model 
– Assumes no knowledge and acts as a facilitator to establish the best options and is often used as the starting point

	G
	Goal: Define and agree the goal or outcome to be achieved
	Types of questions:  What is your ideal outcome? How will you know when you’ve achieved your goal? 



	R
	Reality: Examine the current reality
	Types of questions: What is currently happening?  That are the effects of this? Have you started to take any steps towards your goal? What is going well for you?

	O
	Options: Explore the options and determine what possible options there are for reaching the goal
	Types of questions: What else do you think you could do?  Can you provide 5 options? What are the pros and cons to each option? What obstacles are getting in your way? How/who can help to remove these? What factors would you take into consideration when selecting the option?

	W
	Will:  Gain commitment to specific actions
	Types of questions: What will you do know and when?  What else will you do?  What could prevent you from doing this? How will you address this? How will you keep motivated? When do you think will be a good time to review what you have done?










	

The OSCAR Model:  Emphasis is placed on reviewing the actions, identifying the barriers and problem-solving how these can be overcome



	O
	Outcome: What is the desired long term outcome of the coaching/mentoring intervention? 
	Type of questions: What would success look like? How will you know when you’ve achieved it? 

	S
	Situation: Establish the current situation, what is happening now?
	Type of questions:  What are the main issues that you are experiencing right now?  How do these affect you?

	C
	Choices & Consequences: Brainstorm potential solutions that might help to move from current situation to desired outcome
	Type of questions:  What do you think your choices are? What is preventing you from doing that now

	A
	Actions: Establish which of the options are the most feasible for the  next steps
	Type of questions: What actions are you going to take? How motivated are you for completing these actions?  

	R
	Review: How will progress be measured?
	Type of questions: How do you plan on reviewing your progress?  What do you think you would have achieved the next time we meet?




	

The CLEAR Model:  Emphasis is placed on wider thinking and facilitates Transformational Coaching 



	
	


	Performance Coaching
	Transformational Coaching

	C
	Contract
	What do you want to focus on?
	What would success look like from this session?

	L
	Listen
	Tell me about the situation?
	What I am sensing from your story is …

	E
	Explore
	What else might you try?
	What is the wildest thing you could do?

	A
	Action
	So what are you going to do and when?
	Imagine that I am that person and rehearse your opening line

	R
	Review
	When will we meet to review it?
	My appreciation is … My encouragement is


                                                                                                                                                      (Cox et al, 2018)


Assignment 2
Work-Related Training
1.Exploring Coaching and Mentoring within the Organisation
Having only joined Dyfed Powys Police in July 2020 during the midst of the pandemic I was keen to establish what the organisation had in terms of Coaching and Mentoring and whether there was in fact a programme and how this was accessed as my 1 day Induction Course certainly did not mention that this was available.  
I met with the Leadership and Management Lead Trainer, via Skype, to discuss Coaching and Mentoring and discovered that there was indeed a programme with a comprehensive list of both Coaches and Mentors with a brief profile against their names.  The driver comes from the individual themselves to identify and approach the Coach/Mentor with the request being made for a Coach  directly to the proposed Coach and instruction to contact your Line Manager for a Mentor.  My Line Manager had little knowledge of this hence my meeting with the Lead Trainer.  It also stipulates that the Mentor needs to have knowledge of your role, however, none exist for any current Mentors within HR which is surprising given the importance of HR in Coaching managers (Suff, 2020) particularly through a pandemic.   The main focus is around Coaching.
There is a brief profile available to be downloaded in a Word document that provides contact details, job role, MBTI (not always available), learning style and preferred language followed by a personal profile which outlines their work experience and interests.  These are not kept up to date.
When I enquired as to who would be the best person to Coach me, giving a brief overview of my previous experience and interests I was advised that I should look through the profiles and select a Coach that I can relate to.  There is insufficient information within the profiles that helps to identify this.  
When requesting a coach, the form asks how Coaching would contribute to my development and how does it contribute to my role.   It is difficult to answer this without knowledge of how the Coach can help.  
There are a number of tools to help the Coach/Mentor in their role and a description of the Myers Briggs Type Indicator which would be more useful if you were able to assess yourself and compare the Coaches in terms of their MBTI preferences.   Although this is available elsewhere, inclusion within the website would be beneficial. 
It clearly feels by looking at the website that this is just a ‘tick in the box’ exercise and not really one that has been invested properly by the organisation as there is no indication as to how many people are being coached at any one time by those highlighted as Coaches/Mentors or referral to HR to assist. 
There is, however, a link to Academi Wales to request an external Coach/Mentor with comprehensive profiles and photos of each Coach/Mentor and level of Coaching/Mentoring Qualification which is useful.
The Performance and Development system used to monitor individual performance does include tools to link evidence to the core behaviours and competencies, however, training is not provided to supervisors and the system is not intuitive.  There is nowhere to highlight areas of skills gaps or training requirements to be used by the L& D department so that this training may be provided.  Line Managers do not receive any training when becoming newly promoted and certainly do not receive training on how to Coach their teams yet the Coaching and Mentoring website yet starts with the opening statement:
The organisation is introducing a Coaching style of Leadership, that is Transformational and which supports our CALON Leadership and Wellbeing Strategy Plan in order to coach and guide cultural change.  It would appear that this has not yet been implemented as knowledge of this is not widespread and no such training exists. 
Policy Supporting Coaching and Mentoring
There is currently no policy in place to support Coaching and Mentoring as the one previously in existence has been removed as it was out of date.  The CALON Leadership and Wellbeing Strategy Plan is yet to be published.  Although the People Strategy has been drafted following the appointment of a new Head of HR, this is awaiting a new Chief Constable to be appointed and the results of the Police and Crime Commissioner elections which have now taken place with no change to the existing candidate.  
The Police and Crime Commissioner’s Plan does not feature the development of staff or reflecting on the aim to introduce a Coaching Style of Leadership.  This too is valid up to 2021 it is hoped that all of the new strategic documents will incorporate the CALON Leadership and Wellbeing Strategy Plan. 
The only available policy that mentions Coaching is the Attendance and Performance Polcy (which again is out of date) and states the following:
‘If it becomes clear that the reason for an employee’s poor job performance is lack of knowledge or skill, the manager should take positive steps to assess the employee’s specific training needs, and to meet these by providing formal training, coaching or simple supervisory guidance’.  However, as already stated, no supervisory training of any kind is provided.
As highlighted in the previous assignment, by developing staff in a manner that requires less supervision allows supervisors to provide greater input elsewhere where greater benefit is achieved (Seddon, 2003) and overall performance improved (Deloittes, 2006) which is possible through Coaching as this allows the individual to achieve a greater purpose (Gino and Cable,2020)  which provides the motivation needed to work in a VUCA (Volatility, Uncertainty, Complexity, Ambiguity) world.  This has to be reflected within the organisational strategy, delivery plan and policy if it is to change the culture of the organisation. 
Coaching and Mentoring Skills and Understanding
I met with my Line Manager to discuss my development in this area and having already undertaken the role of both Coach and Mentor, albeit not when I was working within HR, I have been able to demonstrate my ability and understanding  of how to effectively coach and mentor a junior member of staff to the point where they were able to successfully apply for and secure a new position within a different department, having identified within the sessions that a change in direction was needed to progress within the organisation.  
I am currently working within a role which is significantly lower than my previous role in another Police Force and therefore have been fortunate to gain skills that I can easily apply to my current role.  I, however, have not qualified as an official Coach or Mentor which has been identified as an area to which I can focus on and which will make a positive impact on the Force as I will be increasing the size of the Coaching/Mentoring Pool.
I have also registered with Academi Wales so that I can identify a Coach to work with in order to provide me with some guidance on improving my skills within HR as there is nobody currently within the Force that I can relate to.  It was also discussed that I should use this course of direction to secure a Mentor to help provide me with some direction in terms of my career and aspirations for the future, particularly as I am quickly approaching retirement age.
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