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1.
Coaching and mentoring within Dyfed Powys Police is co-ordinated by our L&D department and is becoming more prominent in the organisation, with our Chief Officers encouraging the use of coaching and mentoring along with our annual reviews.  Coaching popularity in all sectors is increasing as organisational success is linked to coaching and mentoring. (CIPD, 2020)
Coaching is embedded into our organisational culture and is covered in the Transformational Leadership course, which is offered to all staff managers.  On completion of the course, we were given an option to further our coaching and mentoring skills and then become part of the coaching group that can be contacted if employees require a coach or mentor.  Senior leadership are too busy to coach and ask that representatives from the teams offer assistance which is something I hope to do in the future once my current recruitment uplift work finishes and my capacity will allow me to take time out of my tasks.  The Leadership course is only delivered to staff above a certain rank and grade. Therefore, many employees in the organisation are unaware of the availability of a coach or mentor – lack of communication is therefore proving a lack of uptake, which was identified in the recent report by L&D.  Hopefully, the organisation will improve communication to all members of staff to ensure that they are aware of the facilities available to overcome any problems or issues they could experience.  Police officers use problem-solving models specifically designed for the Force, and operational staff would apply this rather than the Oscar model, which is used for police staff.
Niche coaching is becoming widely popular and has started being used in our organisation especially following the pandemic. The well-being of our staff and officers has been paramount, with the home working situation affecting people.  Communication was issued to all staff to ensure that they were aware of the availability of coaching, mentoring, and counselling in the organisation.
75 million baby boomers are facing retirement, and we have introduced coaches that specialise in this area which is proving very successful – initially introduced for Police Officers due to their early retirement age but staff are also taking up this opportunity which is increasing annually.  
Menopause coaching has also been offered, which had an excellent uptake – the coaching provides advice and support on managing symptoms, exercise, and nutrition, and feedback has been excellent as it helps the employee ensure that they place the emphasis on themselves by identifying areas of their lives that could benefit from change. (Harrison, nd)
Due to the recent pandemic, virtual delivery has been used for interviews and meetings and has recently started being used for coaching and mentoring.  As a force, we are investigating wider facilities for providing coaching, including webinars, online training, and digital coaching sessions.  We are, however, keen to balance technology with live or face-to-face content.  As detailed in an open letter by (Clutterbuck, 2019) it is important to ensure that the systems are designed without bias if we use increased AI.  Within Dyfed Powys, the two senior officers are female and encourage female participation in all areas of the force – in a recent report on Coaching and Mentoring in Dyfed Powys in 2020, over 66% of the coaches and mentors were identified as female.
There are positive benefits for all organisations, including achievement of goals, employee satisfaction, retention, organisational communication, effective leadership, and decision making as identified by (Natale and Diamante, 2005). Still, organisations must manage and measure the outcomes to ensure success (McDermott, 2007).  In Dyfed Powys Police, our L&D department provides Senior Leaders with a report on the coaching and mentoring within the organisation to ensure that outcomes are measured. Any amendments or improvements to the process can be introduced, but results are looking positive and are continually improving due to very proactive and enthusiastic coachees.
2. 
As our current L&D policy does not cover coaching and mentoring as the section on this was written in 2015 and is currently being re-written I arranged a meeting with Heather who leads on coaching and mentoring for the force to discuss C&M within the organisation.
After our meeting I am impressed with the coaching and mentoring process in Dyfed-Powys but feel that communication is vital to ensure our workforce is aware of the facilities available.  We have over 50 coaches and mentors who undertake a two day internal training course and all hold Level 5 ILM. We have 7 executive coaches who hold Level 7 ILM qualifications.  Our executive coaches are available to internal and external collaborators including the council and emergency services. 
Peer coaching sessions were introduced five years ago as a dimension of staff development (Joyce & Showers).  Coaching situations and any problems or success stories are discussed and by sharing experiences techniques can be improved.
We also have supervisory coaches that attend coaching sessions to feedback on the coaching technique to the coach. There are coaching feedback forms completed quarterly but as this is a new process we do not currently have any evaluation data.
Transformation Leadership courses are run regularly which develops coaches in the organisation therefore creating a coaching culture.  Attendees are encouraged to further their coaching training after the course.
We are the only force that has a Leadership and Wellbeing strategy (Calon) and one of the strands looks at further developing the coaching culture to support the plan and to motivate our employees to continue even if they face difficulties along the way. (Clutterbuck, Megginson & Bajer)
L&D have recently developed the coaching and mentoring site on our intranet.  It is very informative and provides our employees with all the information needed.













3. 
After meeting with my Line Manager and working from the CIPD Profession Map, we identified areas of development. Monthly data is provided to the Home Office on recruitment figures, and provision of the information is primarily the responsibility of myself and my colleague.  I am arranging a meeting to discuss approaches to the data provision and any learning we can share to analyse and collate the data, making it easier and less time-consuming for both of us. We also discussed mentoring our new apprentice and introducing her to metrics to enable her to provide the straightforward data that is required monthly.
Our assessment centre process has moved to online delivery due to the pandemic.  As the subject expert, I need to feedback and mentor team members to ensure that they are aware of the process to allow them to assist candidates as I realised that I cannot deal with all enquiries.
After discussion with my Manager, I have recently undertaken coaching to assist me with my confidence in dealing with staff issues.  I previously found it difficult to challenge my staff when problems arose as they are also my friends and I found it hard to separate the personal/work relationship.  Following my coaching sessions with an experienced Manager, I now have increased confidence in dealing with issues – it could be that the employee needs extra training or may have problems at home affecting their performance.  I hope to continue developing my leadership skills through coaching.
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