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On the Job Training 
Understanding Coaching and Mentoring in the Workplace 


Activity one

I met with my line manager to discuss Ateb’s approach to coaching and mentoring in the workplace. 

Ateb has no formal policy or process surrounding coaching and mentoring and takes an informal approach to coaching and mentoring; historically coaching and mentoring was practically non-existent and the working environment was very traditional with hierarchical management which lacked focus on development and empowerment. However, the appointment of a new Chief Executive 3 years ago and a positive culture shift has resulted in a coaching/mentoring friendly environment with coaching management styles and empowerment to develop professionally across all levels. 

The new Chief Executive noted a significant gap between senior and executive management; this was due to the previous executive management who did not allow senior managers to work strategically therefore, senior managers worked operationally only. To close the gap, the Chief Executive secured a bespoke development programme for senior and wider team managers using an external coach; the programme uses a coaching approach to change attitudes and behaviours and to upskill senior managers to work strategically.

My manager is the only qualified coach at Ateb and offers peer coaching to support managers to develop and grow in their management roles and learn new skills. However, due to her workload, coaching can only be offered occasionally. This is similar of other managers across the organisation, who feel they are unable to either mentor colleagues or undertake mentoring or coaching for their own self-development, due to a lack of time. 

CIPD (2020) state that coaching focuses on improving performance and individual development with an emphasis on workplace performance, providing opportunities for people to assess their development areas and strengths. Whilst formal coaching programmes are not used, Ateb has adopted a coaching culture and managers use coaching techniques during their day-to-day management. The Achieve Framework replaced the annual appraisal with regular one-to-ones, where managers use a coaching style during one-to-ones using soft skills, such as listening and empowerment, to understand their aspirations and be supportive in helping them achieve them. 

My fellow People Advisor and I underwent training to gain a Mentoring in the Workplace qualification. Mentoring is not widely promoted at Ateb however, we provide mentoring on an ad-hoc basis when necessary. We offer mentoring to new starters to help them gain confidence and skills in their roles; also providing mentoring to support employees to build skills and confidence, improve performance when poor performance has been identified, and to cope with workload pressures. 

We provide mentoring with external programmes as part of our corporate social responsibility, aligning with Ateb’s ethos. We have provided mentoring to young job seekers supporting them to increase their confidence, enhance their employability skills, building their self-esteem, and helping them find work. We also provide mentoring to jobseekers in the local community who have experienced mental ill health supporting them to enhance their employability skills, working in partnership with a local mental health charity. This is supporting the local community which Ateb is proud of but also enhancing our employer brand; Deloitte (2018) note that organisations are no longer only assessed on their financial success or service quality, but also judged on relationships with customers, employees and their community, alongside their social impact. 

Barber (2017) highlights the benefits of cross mentoring, where mentoring occurs between different companies, noting that it gives mentees different perspectives, access to expertise which their organisation does not have, and provides effective mentoring relationships for small organisations where people are often too ‘close’ and have a limited range of available mentees. In the recent years, we have accessed mentors from other housing associations to mentor several of our employees; as a small housing association, we do not have a wide breadth of expertise in our smaller departments so our employees were able to gain knowledge and support from external sources and understand how other housing associations operate. It has benefitted our employees who were mentored and increased the relationship between the organisations. 

Ateb would like to implement more coaching and mentoring initiatives in the future to continually develop the workforce.  
























Activity two

Ateb has a Learning and Development policy however, Ateb does not have a policy which links to coaching and mentoring. Before Ateb was rebranded, coaching and mentoring was non-existent in the workplace which is reflected in the current policies. The current learning and development policy has no reference to coaching and mentoring in the workplace, it is outdated and does not reflect the approach to development across the organisation and the coaching-culture adopted. The learning and development policy focuses on how the learning and development plan is established each year, budget setting, how to access learning and development, and the categories of learning such as statutory or personal development. All Ateb’s policies are under-review to ensure they are legal checked, reflect best practice and Ateb’s culture. 

Ateb does not have a policy for the Achieve Framework as the framework is still in its infancy however, an overview document is available. The document does not focus on coaching and mentoring however, it is written in a style which aligns to the coaching culture. The document defines what the framework is, how it works and the benefits; it notes that the framework identifies support, learning or development required; improves DNA and leadership performance; Ateb’s commitment to supporting individuals to achieve their outcomes; and that coaching and mentoring alongside a range of other methods can be used to deliver outcomes. 

The Achieve document further refers to one-to-ones being confidential between line manager and team members which reflects coaching and mentoring best practice; CIPD (ND) highlights that in a mentoring relationship there should be a clear understanding and agreement about confidentiality levels required. 

CIPD (2020) emphasises that coaching and mentoring should link with the overall learning and development strategy. Therefore, I would advise that Ateb include coaching and mentoring in a revised learning and development policy, identifying how it links to the L&D strategy, what programmes are available, who supports coaching and mentoring and how to access it. Importantly including best practice information such as ethical practice in a coaching and mentoring relationship, levels of confidentiality and its limitations, professional boundaries, duration, and frequency. This will support embedment of coaching and mentoring at Ateb and may see increased development across the workforce. 













Activity three 

I discussed my development needs with my manager, using the CIPD 2013 Profession Map as a guide. 

I agreed that it would be beneficial to improve on the ‘learning and development’ professional area, as learning and development at Ateb is changing and evolving therefore, this would support me in my role. The Profession Map analysis noted to enhance my skills, I should research different approaches to learning and development; I have channelled this development area into coaching and mentoring as I would like to learn more about the different approaches to coaching and mentoring and the different benefits they bring. I would like to see more formal coaching and mentoring programmes in place at Ateb; as stated in activity 1, many managers feels they do not have the time to take part in coaching or mentoring therefore, it would be beneficial to have a wide range of knowledge to create buy-in and investment in time and resources. I will research different approaches using online and paper resources, whilst also networking with other organisations to understand their approaches and what works well. I agreed to share my findings with my manager and if agreed, to create a proposal to deliver to management, detailing different approaches I would like to implement and the benefits.  

I discussed that I would like to improve the ‘skilled influencer’ behaviour as this will support me when trying to create buy-in, by influencing others using the right approaches and tactics. My analysis noted I should observe other colleagues who are successful influencers and presenters, reflecting on their approach and identifying what made them convincing – I will use this to identify how this differs from my approach. Furthermore, the analysis noted I should gain feedback from my colleagues therefore, when the opportunities arise, I will seek feedback from my colleagues asking them their opinions on my working style and how this may differ from other colleagues; I will reflect on the differences considering if my working style is effective, if I should adopt other working styles or if I can benefit from the differences. 
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