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1) Meeting with my Line Manager
I met with my line manager to discuss Chwarae Teg’s approach to coaching and mentoring, which the CIPD (2019) outline as being approaches to the development of employees based on the use of one-to-one conversations to enhance skills, knowledge or work performance. The following was an outline of our discussion:
1. We have a training and development policy. However this mentions coaching and mentoring in passing (as a method of low cost training). 
2. Within the People Strategy, which is an annual document shared with all staff  ,coaching is specifically mentioned for managers. Learning and Development for staff is also listed. Within this section the following statement is written; “Encourage job shadowing/rotation to gain understanding of colleagues’ roles. Mentoring with new starters. Process should be formalised”. So, there is an understanding that coaching and mentoring is important and that the people team want to roll out a programme. My manager confirmed that she had been asked if she wanted coaching at a managerial level, but she had not been asked to officially provide coaching or mentoring to her team. 
4. Engagement Survey. The results of the most recent engagement survey show that there is confusion about mentoring and coaching (as reflected by its low scoring area) amongst staff. Some are aware of it, some not. The inference from this and confirmed by my line manager is that coaching and mentoring is not explicitly offered and there is confusion about what it is and what it can help with. 
5. What is also pertinent (and counter-intuitive to the previous point) is that at Chwarae Teg, when we work with businesses, we often work with ta client to implement specific coaching and mentoring programmes, covering equality and diversity issues within their business. We have a whole project set up to mentor and coach women in the workplace. Again this implies a huge internal knowledge on the topic, and the importance of coaching and mentoring to an organisation is well known by many of the consultants working for Chwarae Teg. However, external actions are not reflected internally. 
6. Employees are empowered to identify their own learning and development needs, with support from their manager. This can take the form of coaching and mentoring but currently it is not a formal process. If coaching and mentoring does happen, it happens informally and occurs where Chwarae Teg does not intervene, leaving relationships and outcomes to occur more naturally (Clutterbuck et al, 2016).  If a member of staff undertakes mentoring or coaching it is because that individual, or that individual’s manager has identified a need (Ragins and Cotton, 1999) which may not happen to another person with a similar learning need in a different department. 
7.  My line manager and myself agreed that this was down two issues; firstly the empowerment of staff through the achieve process. As mentioned above, coaching and mentoring is instigated at the request of managers or the individuals concerned. Secondly, there is a glaring lack of a formal coaching/mentoring culture within the organisation. Within Chwarae Teg, where there are many informal, loose, coaching sessions such as ‘lunch and learn’ sessions, talk of shadowing, buddying up; there is no structure to this. Is a lack of a defined and coherent coaching approach to blame as identified by Passmore and Fillery-Travis (2011)? Possibly, however a new employee, unless motivated to ask, might not know this is available to them and could miss out on a valuable opportunity.  A formalised structure and culture would help overcome this; Where an organisation has a coaching culture, Vesso and Alas (2016) found the following benefits; empowered team members, open, frequent, constructive communication from all stakeholders, a sense of mutual ownership, an “all for one, one for all” mindset, low employee turnover, high satisfaction and Increased productivity.
In essence, Chwarae Teg has an informal approach to learning and development, specifically to mentoring and coaching. Little is planned, not even to new starters going through the on-boarding process. Coaching and mentoring is left to individual managers and individual employees to address, if/when, learning and development issues arise and if they are aware that coaching or mentoring could be useful to them. More could be done by the people team. As the CIPD (2019) suggests, HR and learning and development managers have a central role to play in designing and managing coaching and mentoring within an organisation. 


2) L&D Policy
As a member of the employee forum one of my roles is to review policies before they go to final publication in the staff handbook. This was done very recently and I made notes which were fed back to the People Lead (HR manager).  We had a number of policies to review, so I thought it was an apt time to reflect on the learning and development policy and give some feedback on coaching and mentoring within this. 
We have a training and development policy. This is not an in-depth policy and mentions only coaching and mentoring in passing (as an example of a low-cost training method). The policy is a one page document that states learning and development is open to all employees and provides guidance on how to raise learning with a manager, how the achieve process works and as an appendix, provides an L&D request form. 
As has been mentioned, Chwarae Teg provides all staff with access to learning and development, regardless of role, working hours, gender or any other characteristics as defined by the Equality Act 2010. Chwarae Teg operates an achieve process, whereby the employee meets with the line manager and openly discusses performance, personal goals and this is an opportunity to have a dialogue about L&D. However, with no mention of coaching and mentoring in the policy, and with this also not being specifically highlighted in the on-boarding process many new employees may not be aware of the benefits from coaching and mentoring. If a manager has knowledge of coaching or mentoring it may be raised in achieve, otherwise it is not explicitly pushed. 
Therefore, I would suggest that a section in the L&D policy needs be added, which actively talks about coaching and mentoring, that this is open to all staff and it should be raised with a manager. Importantly too I have suggested that it should not be seen as a specific learning intervention when performance issues arise, but should form part of an employee’s everyday work experience; learning (via coaching and mentoring becomes the norm, not an exception.  Clearly this needs to be part of a wider strategy for learning that needs a structure strategy that is communicated to all, on an on-going basis. 

3) My development needs
I held a meeting with my line manager and we discussed coaching and mentoring using the CIPD profession map as a basis for our discussion. 
Looking at the bands and the range of activities covered under coaching and mentoring, we both felt I was strong in the areas of the developing learning plans and strategies; I frequently run workshops with clients on learning and development, but was not fully confident on explaining the benefits of coaching and mentoring. This has improved significantly as a result of working on this module. 
My manager said I had good skills surrounding my knowledge of delivery of learning and development and, working at Chwarae Teg I have good technical and practical knowledge on diversity and how to talk to diverse groups about learning and development. This has also come through in the informal coaching and mentoring I have done internally at Chwarae Teg; working to ensure that development, deployment and career management processes provide fair access of opportunity for all.
However, I need to strengthen more in areas of actually developing my skills to support the development of talent pool members by coaching them on their career and development plans and encouraging contact across the group. I admitted that my skillsets are weakest in the use evaluation tools, for example in piloting and evaluate learning and talent development initiatives for effectiveness, business relevance and efficiency, and continually seek ways to improve learning activity.
With my lack of direct experience working in the HR function I wanted to get more involvement in supporting the HR function with the research done into directly supporting them in the roll out of a coaching and mentoring programme. 
My manager and I worked together to plan my support in this area. Doing so, would give me the skills and knowledge to step up from level two to three within the CIPD bands. 
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