1. Meet with your line manager or other relevant person to thoroughly understand your organisation’s approach to coaching and mentoring, if possible attend a formal coaching session or observe a mentoring relationship. (600 words approximately). 
I have been working with Tai Tarian for 18 months as a HR Business Partner, however in that time have not come across any formal programmes/policies in relation to coaching and mentoring.  I arranged to meet with the OD/L&D Manager (KM) to understand the organisations approach to these learning tools. 
KM confirmed that there is no formal policy or procedure in relation to coaching and mentoring and that it is something the business wants to focus on in the next 12 months. This is in trend with other organisations with the CIPD 2020 Skills at Work Report identifying that coaching has been a focus for many organisations over the past few years (CIPD, 2020a). KM explained that in 2018 the business launched a large Leadership Development programme to enhance the skills of all management within the organisation. This itself included an introduction to coaching and mentoring. The programme consisted of:
· ½ Day – Programme launch 
· 2 Days – 5:3:5 Leadership training 
· 1 Day – Business Simulation 
· 2 individual Coaching sessions & 2 mentoring sessions
The coaching and mentoring sessions were facilitated by external providers with the aim that all managers experienced sessions, understood the benefits of the approaches and how they can utilise them for their teams going forward. 
At this point I would be critical to say that experiencing a coaching/mentoring session may highlight the benefits which is great, however, it does not provide the managers with the skills required to be an effective coach/mentor. For example, listening skills, questioning skills, building rapport etc (Nieuwerburgh, 2020)
From working with these managers on a daily basis over the past 18 months, in my opinion there is not one line manager that utilises a coaching mentality, therefore I can argue that the sessions did not have the desired impact. Following my meeting with KM, I reached out to a number of managers that attended the course to ask their opinion on the sessions, the consensus was that they could see the benefit of utilising a coaching and mentoring approach but did not feel they were equipped with the tools to go away and try the approaches with their teams. 
KM was very honest in confirming that the programme went ahead, however there was no follow up and the subject of coaching and mentoring quickly dropped off the radar. However, she did note that the relationship with the external coaching providers has remained and has been utilised a few times informally. The benefit of using an external coach firstly is the level of experience they hold, they can give greater objectivity and can offer a fresh perspective on a situation. (Institute of coaching, n.d; Linked In, 2015)
Within Tai Tarian itself, the only fully qualified coach and mentor is the Head of Organisational Development. This differs from other organisations whereby the L&D team would consist of a coaching lead and co-ordinator (CIPD, 2020a). KM explained that the Head of OD has informally coached and mentored a number of managers within the business. When questioned on how the decision is made as to who receives any coaching or mentoring session, the response was that there were no selection criteria, it was solely based on identifying managers who seem to be struggling within their roles, in my opinion this could be seen as unfair. 
As a HRBP within the business, I informally utilise coaching skills everyday with managers, supporting them where I can. However, it is important to note that I have not received any coaching training within my career, therefore could argue that my skills are not where they need to be. According to Heathfield (2019) this is something a lot of HR professional do. 
From my meeting with KM, I can conclude that there is a lot of work to be done on coaching and mentoring, however it is positive that the organisation has already identified this and has developed a relaunch of the initial leadership training, however with major enhancements including personality profiling, alongside coaching. The HR people plan also includes a coaching for success element under the leadership development plan. 
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2. Examine the learning and development policy and any policies directly relating to coaching and or mentoring and make some notes as to whether you think the content meets the best practice requirements you have studied in class and within your literature research. (250 words approximately). Use academic references to support your points. 
The current L&D policy only mentions coaching and mentoring as an example of a method of learning and as part of the 70:20:10 Model of Learning & Reflective Practise. (Jennings, 2013) The policy itself does not set out if these approaches are actually available within the organisation and if so, how they are utilised. This goes against what the CIPD (2020a) state you would typically find in an L&D policy. My understanding is that for a coaching and mentoring programme to be implemented successfully, best practise is to have clear guidelines on how participation is selected along with the roles and responsibilities of all parties prior to any sessions being carried out.  (Barber, 2015)
Other policies where you would typically find a relation to coaching and mentoring, include onboarding policies, employee handbooks and performance management procedures, however again none of these refer to coaching and mentoring within Tai Tarian. 

The organisation does not currently have an onboarding policy, however I have recommended this as an action, along with the introduction of an onboarding buddy for all new staff.  This can be seen as a peer mentor relationship whereby a more experienced team member meets with a new employee regularly to provide support and share experience. As with most types of mentoring, this relationship can be mutually beneficial (HR Zone, 2017). Microsoft trialled an onboarding buddy programme and quickly realised the benefits, including, new hires become a lot more productive at a quicker pace and increase in employee satisfaction. From a mentor benefit perspective, they had the opportunity to develop managerial and leadership skills, specifically communication and support skills. (HBR, 2019) 
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3. Discuss your development needs with your line manager as a result of the above activities, using the CIPD Profession Map as a basis for your discussion. Consider whether or not your skills in this area require improvement (for example delivering training on the topic/coaching line managers). Summarise your discussion (250 words approximately).
As I referred to earlier, throughout my 10 year career within HR, I haven’t actually ever had any formal training in relation to coaching and/or mentoring, yet if you had asked me 6 months ago about my experience, I would have confidently said that I coach managers on a daily basis. 
However, it was only through having a new manager 5 months ago when I faced the harsh reality that I was not effectively coaching managers, I was simply providing the answers to do their jobs. My new manager had a lot of experience in coaching and questioned me on the way I was doing things. She quickly changed my mind set from believing I was giving great customer service by providing the answer to the question, to utilising a coaching approach whereby I push back and instead of providing the answer, I support managers to source the answer themselves. Although it was difficult at the beginning as managers had relied on me for a quick answer, the impact long term has been really positive, and I can see the changes in capability already. My line manager and I agree that I have now built a good basis in this topic, however, need to keep working on my skills, including attending an external training session in coaching and mentoring. 
In line with the CIPD profession map (2020) the next step is to support with the capability of coaching and mentoring across the organisation. I believe with the knowledge I have gained through the learnings of this module, along with my takeaways from future training sessions, I will be able to facilitate training with my line managers to transfer the required skills to be an effective coach and/or mentor. 
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