Module: Understanding Coaching and Mentoring in an Organisation
5KDCM
On the job training

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.
I recently met with my director to discuss our organisations approach to coaching and mentoring. This formed part of my review into the core competencies project which I am in the process of working on. My director advised me that over the years, our organisation had attempted a learning and development programme which incorporated coaching and mentoring, however this was not successful in the long run due to a lack of interest and management buy-in.
We discussed the importance of coaching and mentoring within the ongoing formation of core competencies and agreed that it is a very useful tool to use in developing staff mentors, particularly the mentoring aspect which can be undertaken without substantial knowledge or qualification, unlike a coaching approach.
We both agreed that coaching and mentoring should play a pivotal role in the development of staff with a mentoring approach taken on my staff members who had certain qualities or skillsets that other staff members may be lacking in, whereas coaching would be utilised for more senior members of staff for succession planning purposes.
Due to an imminent business acquisition and the rapid growth of our group of Companies, the Directors have commenced succession planning to ensure that there is a robust structure in place which will ultimately allow them to take a step back from the day-to-day operations, and which will provide senior management coverage over all Companies within the group. In preparation for my future role as Chief Operating Officer within the group, I have been receiving coaching sessions for approximately 6 months, covering a variety of topics and building on skills such as time management, delegation, project delivery and support in taking on a more strategic approach to the wider organisation. This coaching has had vast benefits and has enabled me to develop within my current role. I have also been provided with a ‘road map’ which details my progression within the Company to the future role and will ensure that develop and enhance skills and understanding within specific areas.
Receiving this coaching has enabled me to understand more about the areas which I find challenging, and to make informed choices about how to develop and enhanced my skillset in these areas.
In terms of mentoring, this is also used as a tool for development within my organisation. I have been assigned to mentor a new employee working within the finance department, to support with time management, delegation and work planning skills. I also mentor a member of my team to enhance development throughout the probationary period when his probation was previously extended due to poor performance. This has been successful and he has now successfully passed his probationary period.

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.
Upon a review of our employee handbook, it is evident that we have a substantial lack of information in relation to our learning and development opportunities. The only reference to learning and development is within the training policy which outlines the requirement for staff to participate in classroom and online training, and states that failure to attend such training will incur a fee and that employees may be refused on shift without such training given the nature of the work involved.
A learning and development strategy should set out the capabilities of the workforce and the skills and competencies that the workforce requires. The policy should detail how these can be developed to create a successful, sustainable environment. This type of policy will support the organisation to adapt to to changing labour market needs and will strategically support the human resource management aspect to meet the business strategy (CIPD, 2021).
There is a significant lack of direction in terms of learning and development within my organisation. It is an aspect which we recognise requires further investment and development, having always been fortunate enough to easily recruit for all vacancies, this has now changed as a result of Brexit and the Covid-19 pandemic which has really forced us to focus more and invest in the internal development and progression of our staff.
The CIPD recognise that it is best practice for learning and development policies to reflect the overall business strategy, align with the people strategy such as recruitment strategies. The overall goal is to meet the organisations performance requirements through the development of its employees. 
A report published by McKinsey highlighted that during 2020 100% of learning and development programmes in Europe were put on hold as a result of the Covid-19 pandemic (McKinsey & Company, 2020). The report also highlighted that 87% of executives were experiencing skills gaps. This is particularly evident within my organisation where a couple of pivotal employees are holding the organisation together and performing at a higher level. 

  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).
Since commencing my career within Human Resources, I have been able to utilise the CIPD progression map as a tool to monitor and benchmark my progression within the industry, to understand the skill set that’s required at each level. At the beginning of my career I was working at the Foundation Level, and gradually progressed to the Associate Level/ Chartered Member Level after years of experience and further to completing various qualifications and training.
Throughout discussion with my director, we identified the need for me to take on a more strategic role and drive the learning and development strategy within the organisation. As previously identified, there is a sever lack of literature in relation to this, and the organisation could really benefit from a vision, robust policies and practices and learning and development initiatives to increase the internal learning and development opportunities.
Further to discussion with my director, we have identified that I will commence a project to review the learning and development strategy and agree a set of core competencies which will filter into our overall learning and development plan. I have commenced this work already, and I hope to have completed it within the next 6 months.
The CIPD specifies that I should be creating a “learning culture and environment that supports continuing professional development” at chartered level. I hope to be able to achieve this throughout the development of this new initiative (CIPD, 2021).
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