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	Candidate name: LAURA WALTERS
	CIPD Membership/registration No.:
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	Qualification title: CIPD Diploma in Applied Human Resources Level 5
	Unique Learner No. (ULN):
2005785


	Unit code
	Unit title
	Assessment criteria no.
	Evidence description
	Evidence reference number
	Assessor
initials
	I/V initials if sampled

	5ADCM
	Contributing to coaching and mentoring
	LO1 1.1
	Reflective journal - DAP
	EV1.1
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO1 1.1
	End to End internal job advert
	EV1.2
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO1 1.2
	Reflective journal - allowances
	EV1.3
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO1 1.2
	OSCAR model handout
	EV1.4
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO1 1.2
	Jahari’s Window handout
	EV1.5
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO1 1.3
	Examples of coach role profiles
	EV1.6
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO1 1.3
	DPP mission statement
	EV1.7
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO1 1.3
	Print screen of intranet page
	EV1.8
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO1 1.4
	Print screens: finding the coaching page
	EV1.9
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO1 1.4
	Email to L&D manager with recommendations
	EV2.0
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO1 1.4
	Induction booklet
	EV2.1
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO2 1.1
	Advice to supervisor email
	EV2.2
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO2 1.1
	Document demonstration the reshuffling of PCs
	EV2.3
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO2 1.1
	Email from line manager asking for me to mentor
	EV2.4
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO2 1.1 
	Poster summarising coaching and mentoring
	EV2.5
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO2 1.2, 1.5
	Calendar showing appointment with L&D manager
	EV2.6
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO2 1.2
	DAP report for SLT
	EV2.7
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO2 1.2
	HR team meeting calendar and agenda
	EV2.8
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO2 1.3
	Print screen of slideshow used for sergeant seminar
	EV2.9
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO2 1.3
	Email to sergeant offering advice
	EV3.0
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO2 1.4
	Email offering advice for a student officer
	EV3.1
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO2 1.4
	Email telling tutor where to access the DPP coaching page
	EV3.2
	
	

	5ADCM
	Contributing to coaching and mentoring
	LO2 1.5
	Calendar showing continuous improvement session
	EV3.3
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Coaching is, “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 otherwise have been the case” (Clutterbuck et al, 2018). This would be appropriate if there is a performance issue, or if an individual is looking to progress in their career. The process aims to ask the right questions for the coachee to determine the appropriate path to take moving forward (CIPD, 2020, p.1).
Mentoring is different in that it would be implemented in scenarios where a less experienced employee is paired up with a more experienced employee. It builds off the base knowledge already acquired at induction, adding a more realistic and practical insight into the role. This relationship should be symbiotic, whereby both individuals are able to learn from the other (CIPD, 2020, p.2)
0. Investigate the extent to which coaching and mentoring take place within an organisation.

The organisation which will be assessed for the purpose of this portfolio is Dyfed Powys Police (DPP). DPP has a strong development culture. Due to the nature of the organisation, and its rank structure, personal development and progression is a goal for many within the force. DPP support and evidence a great deal of work regarding coaching and mentoring. The coaching model used is the OSCAR model. This model is outcome focused, which aims to pull the answers from the team and individuals themselves, as opposed to a manager telling them the answers. This prevents micromanagement and supports development. OSCAR can be summarised below (Coaching Frameworks):
O - Outcomes
S - Situation
C - Choices
A - Actions
R – Review
There are many individuals engaging in coaching services within DPP. There are more again who have sought out coaching externally. Information regarding these coaching options are readily available via the DPP intranet page, where there is a plethora of information on coaching and mentoring to develop the skills of the coaches and mentors; ensuring they are providing an excellent service. 

DPP has created a development platform called the Development Assessment Profile (DAP). This is heavily emphasised through the verbal communication of chief officers, filtering down to divisional commanders, down the rank structure to the police officers and staff equivalent. This is a mandatory activity that both officers and staff must partake in. Those exempt persons include long term sick, maternity leave and probationers. Though this is not an official coaching session, there are coaching elements to this. Part of the DAP requires the individual to write a reflective journal of which they will reflect and identify their own development needs (EV1.1). Again, this journal takes advantage of the OSCAR model to obtain those solutions by being outcome driven. It helps the individual identify what their vision is and how they plan to get there (Nawalkha and Bhushan, 2017).

Furthermore, in a recent recruitment campaign, HR included “coach and mentor your team” in a summary of a sergeant role they were looking for expressions of interest in (EV1.2). Line managers often act as coaches as they are in an ideal position to time those honest conversations appropriately, and may have already built-up trust and a professional relationship with the coachee (CIPD,2020, p.4). DPP clearly feel this is one of the best ways to implement coaching, but should be mindful that line managers may also have already made assumptions about a member of their team, which could be detrimental in the coaching process (Clutterbuck, 2012). In this role, the supervisor/sergeant would be an ideal mentor as they would have gained experience as an officer themselves before being promoted to a sergeant. They would be able to share their knowledge and experience of the role of their team members, through group mentoring for example (Britton, 2013). Covey also mentions that understanding your coachee is crucial to the process, and a line manager is likely to already have this understanding of their team and which learning strategies are best for their session (2005).

0. Evaluate how current coaching and mentoring activity supports achievement of individual, team and organisational objectives.

Each department must submit their objectives in line with those set by the Chief Constable for the overall organisation. These departmental goals feed down from management to their teams. This then forms part of the DAP process. Line managers set objectives based on those set by the Head of Department, and the DAP and its reflective journal revolve around this. To achieve these objectives, coaching and/or mentoring may be required. For example, part of my role requires me to provide advice and guidance regarding staff allowances. This is an area I received little training on, and thus I identified through the guidance of my line manager, that I needed a mentor to assist with my development (EV1.3).
The DAP allows these conversations to take place (CIPD, 2020, p.4). A clear career pathway can be discussed or any performance requiring improvement. Jefferey Pfeffer was revolutionary in way he researched and argued that high performance working, enabled an organisation to perform at high standards and therefore reach their objectives (Taylor, 2016, p.200). Pfeffer argued that if HR put a bundle of policies and practices in place, they would add value to the organisation by utilizing the staff. Part of this bundle included investment in training and development and coaching and mentoring sits under this umbrella (Taylor, 2016, p.199). Pfeffer thinks that by focusing on those individuals and their potential, there is a direct link to organisation performance and hence that organisation reaching its goals. Coaching enables the coachee to change the way they think, feel and ultimately their behaviours and attitudes (Smith and Hawkins, 2018).
The information provided by DPP’s L&D team on the intranet page, meets the standards of current debate. For example, handouts on the OSCAR model (EV1.4) and Johari’s window (EV1.5) are readily available among other resources. This will assist the coach in remaining objective; coaching to high standards and reaching individual, team and ultimately organisational goals.

0. Assess factors in the organisation including other learning strategies which could impact on the further development of coaching and mentoring.

The nature of policing impacts the development of coaching and mentoring. Particularly during the pandemic, resources have been extremely stretched. The lack of time that individuals have has had a direct impact on this. For example, an individual may read the role profile of a particular coach and feel they would be their best fit (EV1.6). Due to demands of the pandemic, that coach may not be as readily available to engage in the process, as they would otherwise have been. This could lessen the value of the coaching process in that the coachee may not be able to be matched to the coach best suited to them. This is a common factor that Clutterbuck et al identify as a barrier to coaching (2016).
Employees are facing challenging workloads and time frames during the pandemic. This could impact on the quality of mentoring that the mentors are undertaking due to time restraints, stress and frustration. Consequently, either or both parties are not fully engaged in the process which limits the value it adds (Clutterbuck, 2014).
Another factor to consider is that an increasing number of employees are taking advantage of smarter working initiatives. Reading someone’s body language plays a key part in building trust in any coaching/ mentoring (Francis, 2019, p.25). Carrying this out virtually, makes it harder to read someone’s body language and therefore could slow down that build-up of trust. Again, this limits the value of the process. 
Each supervisor is different, and at the moment, do not receive universal training. Rather, many supervisors have had to learn on the job. Unsurprisingly, there is bound to be a variance in management styles and thus learning strategies. Different approaches are likely to be used which means the coaching/ mentoring service is not uniform across divisions. Some may use group discussions, encouraging an individual to answer questions in writing, using open or closed questions (UC Berkeley). This can also be a positive factor, as the supervisor has that authority to change learning strategy to suit their team/ member of staff. 
DPP’s mission is to do the basics brilliantly to safeguard communities and put victims first by working together (EV1.7). It is essential that individual performance is to a high standard, to achieve this. 
To summarise, the following table is a SWOT analysis of coaching and mentoring in DPP:


	STRENGTHS
	DPP has a large and diverse workforce with over 50 coaches trained, which means in theory, there should be a suitable coach for anyone who requires coaching or mentoring.

DPP had a dedicated L&D and continuous improvement teams to ensure these processes are reviewed and improved where applicable, to continue to add value to the organisation.

DPP has an imbedded culture of development which is further boosted by its hierarchical structure. This demonstrates a clear career pathway.

	WEAKNESSES
	DPP sits in the public sector and therefore can be restricted in budgets in investing in its teams.

	OPPORTUNITIES
	There are many trained coaches to choose from. 

DPP takes advantage of an intranet page which provides an individual with all information they may require regarding coaching (EV1.8). 

DPP runs a leadership course which develops leaders and ensures there are enough trained coaches and mentors.

	THREATS
	Time and money are the biggest threats to DPP who sits in the public sector. As DPP is funded by the taxpayer, they are held accountable for where they spend their money. It may be seen by the public that the money which would have been invested on development, would be better used towards funding more police officers for example.

The coronavirus pandemic has resulted in increased demand across the police force, reducing individuals’ availability to coach and mentor.




0. Make justified recommendations for how coaching and mentoring activity can be developed to benefit the organisation.

Many supervisors include police officers who act up as sergeants. This can be done last minute due to the nature of policing; thus these supervisors may not have all the necessary training that they would receive in an ideal world. Consequently, they may not know about the coaching opportunities available to their teams to signpost them. This then has a detrimental effect on the overall mission of the organisation “doing the basics brilliantly”. Perhaps an individual whose performance requires improvement and their supervisor, are unaware of this coaching service, which in turn, could have contributed to the improvement of their performance. 
There is a plethora of information available to both coaches and coachees on the DPP intranet page. One issue with this is that the page is difficult to find, and therefore many do not know coaching is available (EV1.9). It would be of benefit to the organisation, if they made the coaching information more accessible, perhaps under the HR section on the main intranet page, in an A-Z organised list so employees can find what they are looking for easily (EV2.0). This would help the issue DPP has, where PCs often have to act up on short notice, without all desirable training, as employees would be able to come across the coaching information easily without relying on their supervisor or HR Advisor to tell them. It may be beneficial, for DPP to mention this service during the induction process as it is not currently included. This would also prompt an employee to ask for a coach if they felt they needed one (EV2.1).
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1.1 Promote the benefits of coaching/mentoring within the organisation, recognising and addressing the potential barriers.

I promote the benefits of coaching and mentoring when I give advice to supervisors on my division. I point them towards the OSCAR model, and probe them by asking what they want to achieve, and how they think they will do this. Sometimes, they need some suggestions and options to choose from (EV2.2). Ultimately as a supervisor this is their final decision to make, as they know their team members best (CIPD, 2020, p.4). By using the OSCAR approach, this encourages our teams to be critical thinkers, and thus develops the human capital and continues to add value to DPP.

Where applicable, I also encourage mentoring. For example, if I have an officer who is returning after a protracted absence, it may be suitable to suggest they “buddy up”/ have a mentor for the first 28 days upon their return. A mentor can also be applicable if the division has a new student officer who could be struggling or a mother returning for maternity leave etc. I appreciate the operational difficulty in doing this. There are usually not enough police officers to accommodate “buddying up”. I constantly work with the SLT in Pembrokeshire to try and balance each shift with an equal amount of officers, attempting to fill these shifts with a mix of experienced and less experienced officers (EV2.3). Due to the fast paced, ever changing nature of policing, with officers being successful in other recruitment processes, resigning, retiring, moving stations, this is quite a difficult balance to strike. 

As part of an ongoing continuous improvement process, I have been assisting in developing our data analytics. I have been assigned to mentor a new member of the team in using these systems effectively (EV2.4). I will be promoting the benefits of mentoring by engaging in this process with professionalism and confidentiality in mind. The pandemic and restrictions it brought has proven to be the biggest barrier in this. Training via Skype can be technologically challenging: internet dropping, and screens freezing when you try and present your desktop to demonstrate the activity. Not having that face to face contact, whereby you can read a person’s body language makes the mentoring more difficult again (XpertHR). 

I also produced a poster for the L&D team which sums up coaching and mentoring in DPP. This was created for the intranet page. It mentions the barriers potential coaches/mentors may face and tips on how to overcome them (EV2.5).


1.2 Contribute to the development of organisational coaching/mentoring processes.

I also organised a meeting with one of the senior managers in the L&D team. The purpose of this was to better understand the coaching process, before evaluating how well we do it in DPP, from that “outside perspective” (EV2.6). I was then able to give her some feedback, primarily focused on how best to promote coaching within DPP. 

Part of the rationale behind introducing the DAP in DPP was to create that forum where line managers could have honest conversations with their teams around performance and their career aspirations. This links into the overarching coaching culture in DPP. I help push this, by running weekly reports for my senior leadership team (SLT) on division. In providing this data, the SLT can identify who has completed their DAP, making sure these conversations are happening (EV2.7). This is also where a supervisor may identify whether or not that individual needs a mentor. I have contributed to this process, by providing feedback from my division to our HR team meetings on a regular basis (EV2.8). Usually, this is something that we would cover in what is not going so well, as the feedback from most on division is that they feel the DAP is a tick box exercise. Therefore, the value of it appears to be lost. I suggested that there are too many performance platforms and processes, and that the lines are too blurred. Performance should be more centralised with coaching and mentoring clearly branching from this. 


1.3 Support coaches/mentors to build and develop the knowledge, skills and behaviours required for the role.

A large part of my role as a HR Officer, requires me to coach supervisors on HR policy and procedure. Using the OSCAR model, I aim to tease the solutions from the supervisor as how best to deal with each situation. Though policy can appear black and white, it must be adapted appropriately to meet the requirements of the member of staff applicable. Both myself and the HR Attendance and Performance specialist presented a workshop on attendance and performance, which could be seen as an example of me contributing to the coaching process. During this “seminar”, as it was so called, we discussed case studies and I tried to ask the most appropriately directed questions to the sergeant, remaining outcome focused (EV2.9). 

In addition to this, I also circulated a “HR Handbook” to all of the sergeants on division which summarised the devolved HR tasks they needed to complete. This developed their knowledge of their role which includes supporting and mentoring their team, and what resources are available to aid them in this (EV3.0). This probed further conversations and coaching sessions between myself and certain supervisors, though the content of these discussions are sensitive in nature and therefore no evidence can be supplied for this specifically.


1.4 Assist potential coachees/ mentees to understand and participate fully in coaching/mentoring programmes.

When student police officers land on their assigned division, they are mentored for 12 weeks by a tutor. As a HR Advisor, it is part of my role to support these tutors. I link in with L&D to ensure these students are on track to reach independent patrol. In police regulations, a ‘Reg 12’ is issued where it is thought that the student needs their probation extended. In these circumstances, I ensure their supportive plans are maintained and updated regularly updated. I ensure the mentor provides adequate support to either assist that performance/attendance issue (or both) (EV3.1). In many of these cases, these tutors go on to become sergeants, who as part of their role, are expected to coach their teams. Developing these mentoring skills early on in their careers utilizes this human capital in DPP, and thus continues to add value. 

I have also pointed these tutors in the right direction of the coaching section of the intranet page to assist them in their duties (EV3.2). It is vital that if there is a performance issue, it is dealt with as soon as possible so that this does not escalate. Coaching and/or mentoring can assist in this.

1.5 Support the on-going evaluation and continuous improvement of the organisation’s coaching/mentoring programmes.

Within our HR team, we have continuous improvement sessions. Communication was one area identified as requiring improvement (EV3.3). The “People’s Services” umbrella covers HR, the Business Support Unit, L&D, Occupational Health etc. In this meeting, it was felt that communication could be improved between all departments. One example of this being between the divisional HR Officers and the L&D team. Though new to the organisation, I was surprised at how much coaching services the force had to offer, though had not been made aware of them. Coaching comes under an area of my own team, which probed me to wonder as to whether other departments were aware of the coaching they could receive. This prompted my research into coaching and mentoring within DPP, and my meeting with one of the senior managers which resulted in me making recommendations. 

After having this meeting, reviewing the coaching page and talking to police officers and staff, I then emailed the manager with recommendations which could promote the excellent work the L&D team are already doing, as the main issue was the lack of knowledge individuals had about the coaching services DPP provides (EV2.0).
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Giving and Receiving Feedback

Johari's Window

The Johari Window Model is a simple and useful tool for liustrating and improving
self-awareness, and mutual understanding between individuals within a group. The
Joharl Window was devised by Joseph Luft and Harry Ingham In 1955.

Known by Self Unknown by Self

Unknown
Unknowr: Are

The s > boxes are flexible depending on how and what feedback you a

and ou are,

Giving and receiving feedback increases the open and reduces the hidden, blind and
unknown,

The open area can 1Iso be developed through the process of disclosure, which
reduces the hidden area.

“The unknown area can be reduced in different ways: by others' observation

(coaching feedback); by self-discovery (coaching questions), or by mutual
enlightenment.

&

The objective of coaching and giving feedback is to extend the
window, thus raising awareness and helping the individual to «
behave differently in the future.
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Our Vision: Safeguarding our communities together.

Our Mission: Working together to provide a first class
service that is visible and accessible, ensuring that our
communities remain safe. We will be there when the
public need us and we will act with fairmess and respect

in all that we do.

Our values: Accountability, integrity, openness, fairness
leadership, respect, honesty, objectivity, selflessness.
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Hi Matt,

As discussed, | have attached the link to the coaching page where you will find a multitude of information.

http://dppi/sites/default.aspx?sitelD=1208&pagelD=316

Any issues, please don’t hesitate to contact me.

Laura Walters
Swyddog Adnoddau Dynol (Sir Benfro) / HR Officer (Pembrokeshire)

Adnoddau Dynol | Human Resources
%, Heddlu Dyfed Powys Police

2
o
“v.‘ ——— Ffon Mewnol | Internal: 40462
® Human Resources  Rhif Allanol | External: 01437 771716
N 4 E-bost | E-mail: Laura Walters@dvfed-powys.pnn police uk
e

Pie Sery

Hapus | gyfarthrebu'n Gymraeg neu'n Saesneg
Happy to communicate in Welsh or in English

Coaching is an ongoing process designed to help employees gain greater competence and overcome b
performance and achieve personal goals.

A Coach does not need direct experience of an individual’s occupational role, and should be requested
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COACHING AND MENTORING



COACHING					MENTORINGWHAT?

Mentoring is when an experienced individual helps a less experienced colleague by giving advice, sharing knowledge and experiences. This should be a symbiotic relationship!



DO I HAVE TO BE MENTORED BY SOMEONE OF HIGHER RANK?

Definitely not! We can all learn from each other.







TOP TIPS!



1. Commit yourself to the process.

2. Learn to trust your coach/ mentor.

3. Be prepared for honest questions. 



WHAT?

Coaching occurs where an individual requires guidance with career options and/or when there is a performance issue.



WHO WILL COACH ME?

Line managers should coach you on an everyday basis. Where specialist coaching advice is required, a DPP trained coach can assist. 



HOW DO I GET A COACH?

Visit the DPP intranet page and visit the coaching and mentoring site. Here you can pick which coach you think would best suit you. 



WHAT ARE THE BENEFITS?

Depending on your reasons for coaching, benefits include:

· Clear career pathways

· A greater awareness as to how performance could be improved

· Boost in self motivation

· Impartial advice
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