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Activity 1
My manager and I discussed Ateb’s approach to coaching and mentoring: -
My manager is the only trained coach at Ateb and coaching has been sporadic, due to workload pressures.  It has occurred via peer-to-peer coaching relating to performance and job outcomes to self-improve colleagues.  
My colleague and I, both hold a Mentoring in the Workplace qualification therefore we mentor on an ad hoc basis usually new employees however, we have mentored those who have had lateral-moves.  The focus is mainly on performance issues, building confidence and workload pressures.
CIPD (2019) state coaching focusses on building confidence, tasks, and as social interaction.
Ateb encourages social responsibility therefore the People Team regularly attend Get A Boys A Lift which is a mental health charity operating a coffee shop.  The People Team attend monthly drop-ins offering informal mentoring to individuals on recruitment; from sourcing a job, applying through to interview techniques.
The main reason for lack of widespread coaching and mentoring whereby Managers and Leadership offer this service is due to their workload pressures and feeling they are not suitably qualified.  To invest in qualifications would be costly therefore, Ateb’s approach to mentoring is informal and is usually through day-to-day activities like the Achieve Framework (AF) where Managers and Supervisors hold one-to-one conversations linked to individual, departmental, and organisational objectives whilst also identifying future aspirations of the employee.  CIPD (2019) reflect coaching is usually led in this way.  The minimum requirement of this coaching style is to meet at least quarterly however, more regular meetings are encouraged.  I regularly train managers and supervisors on how to conduct the AF and the principles surrounding coaching.  This is a proactive approach encouraging a coaching culture which offers better communication and better team commitment.  CIMA (2008) supports this view stating it promotes an organisational culture, communication, and commitment.  
Ateb’s structure was hierarchical however, with the appointment of a new Chief Executive he is encouraging a matrix structure and seeks a culture-ready organisation in the future.  To do this he initiated a leadership development programme, externally sourced, to change attitudes, mindsets and behaviours focussing on a coaching ethos.  The programme focuses on reflectivity and professional growth with the aim these behaviours and skills are replicated top-down to their teams starting with the AF.  Lord et al (2008) state a learning culture should be encouraged.
It would be advantageous to explore a formalised approach to coaching and mentoring therefore I have developed a SharePoint page which has a range of resources to encourage take-up like: posters, how to active listen, probing questions, the use of constructive feedback, the importance of confidentiality, mentoring process, success stories, useful websites, guidance and useful models like GROW and OSCAR.

As Ateb grows and coaching is readily available through strategies like the AF more opportunities will occur and coaching and mentoring will become formalised.


Activity 2
Ateb has no formal policy or procedure relating to coaching or mentoring.  
Ateb has a learning and development procedure, however this does not refer to mentoring or coaching, as Ateb has no formal procedures.  Its focus is that of line-managers identifying and agreeing learning and development needs for: -
· Learning and Developing key skills to improve performance and/or meet changes in responsibilities
· Increasing professional/technician knowledge and experience
· Learning and Developing skills and knowledge to achieve operational targets and future business demands
· Personal and career development including competency-based skills such as time management, delegation, etc
It relates to statutory, mandatory, departmental, and personal development together with costs of undertaking any learning and development like exam fees, mileage or reimbursing Ateb if a learning agreement has been signed when an employee leaves within an agreed timescale.
Therefore, I have designed a mentoring process to enable mentoring to occur it refers to: -
· The Achieve Framework which is an ongoing two-way communication between managers and employees replacing our traditional appraisals. Its focus is on individual, departmental and organisational goals, as well as, seeking an individual aspiration regarding career development.
· Clearly defines mentoring, the desired outcome, the benefits as a mentor or mentee, mentor qualities, expectations from mentees, training and the administration of the such a scheme, selection process of both mentors and mentees, the matching process and the relationship during the process.
· I have supported the process with key documents to assist for instance a mentoring contract template, an action plan, and a reflection sheet.
It would be advantageous, if mentoring is to be taken seriously at Ateb to reference mentoring and coaching in the learning and development procedure.  CIPD (2019) reflect there needs to be a link with the overall learning and development strategy.  If my process is acceptable, to replicate a process for coaching and circulate this to all staff communicating formalised schemes. 
I believe the mentoring process I devised follows best practice however, there is room for improvement.  CIMA (2008) state when setting a procedure, it should demonstrate how coaching and mentoring links to the organisational purpose and strategy, it should identify who will cover the workload while being mentored or coached and robust evaluation processes.
CIPD (2019) state it should ascertain who typically will be responsible for internal and external coaching within the organisation, when this type of intervention is required, managing the relationships of choosing who will be coaches and mentors and how it develops a coaching culture.




Activity 3
CIPD (2018) Professional Map was utilised ascertaining functional professional areas and behaviours needed to be enhanced in the future based on observations and self-reflection.

The professional areas I would focus on are: -

Resourcing and talent planning as well as and learning and development: be actively involved in succession planning sourcing internal talent ensuring they have the appropriate learning and development together with personal growth.  Working collaboratively will be key.
I would therefore seek to train managers on coaching and how they can coach individuals who have been identified as future successors.

Behaviours that I would be required to demonstrate are: -
Skilled influencer: I will be required to build relationships from current and future influencers like Managers and senior employees to support a coaching and mentoring programme obtaining the support from a diverse pool of stakeholders.  To do this I will need to clearly communicate the benefits of coaching and mentoring, formalise a coaching and mentoring scheme, have leadership support ensuring buy-in and take-up.

Personally credible: deliver value as a mentor or a coach to my peers sharing my knowledge, skills and experience with others.  In doing so, I would act as a role model encouraging others to coach and mentor their peers.

(CIPD, 2013)
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