Coaching and Mentoring

Introduction
Making mentoring and coaching a cultural standard in the NHS can help increase trainee satisfaction, raise morale, and reduce absenteeism (Moore, 2009). With coaching and mentoring, employees can reach their maximum potential, improve their application of skills, and discover latent strengths (NHS, 2023). The organisation and the health and care sector can benefit from these collective improvements in an individual's performance since they can increase job satisfaction and solidify the link between an individual's role and their impact on patient/client care (NHS, Academy, 2023)

What is Mentoring?
Mentoring is to support and encourage people to manage their own learning in order to maximise their potential, develop their skills, improve their performance and become the person they want to be. Mentoring tends to describe the relationship in which a more experienced colleague shares their greater knowledge to support the development of those who are inexperienced in their role. One thing that differentiates mentoring from coaching is the timescale. Mentoring relationships tend to be longer term. A mentor is someone who has already walked in the shoes of the mentee and is experienced in the field. They can offer guidance and support, and there is usually a level of personal connection. They can save the mentee from having to go through a steep learning curve and make unnecessary mistakes by using their own experiences (NHS England, 2020; East London NHS Foundation Trust, 2023). 

The Benefits of Mentoring

Professional Development: 
Through mentoring, mentees can improve their abilities and competencies. Mentoring supports people's growth and success, whether it is in their current position or for their future professional goals. 
Holistic Approach: 
Mentoring adopts a holistic perspective of the mentee, in contrast to coaching, which frequently concentrates on certain abilities or activities. It takes into account their professional path, personal development, and general well-being. By offering direction and encouragement, the mentor lets the mentee explore many facets of their career path. 
Reciprocal Mentoring:
NHS England promotes the exchange of ideas and experiences between staff members at various levels through a process known as reciprocal mentorship. This strategy encourages reciprocal learning and closes generational divides in the workforce. 
Enhanced Performance: 
Employee performance is positively impacted by mentorship, according to research conducted by the NHS. Mentees can improve patient care outcomes by increasing their work effectiveness through the provision of instruction and encouragement (NHS England, 2023). 

What Can a Mentor Help With?
Skills development:  A mentor can offer guidance, resources and critique to help you develop your skills, whether they are soft skills, technical skills or knowledge unique to the job. 
Career Guidance: They can provide guidance on selecting a professional path, establishing objectives, overcoming obstacles at work, and developing your career.
Networking:  They might also offer advice on how to properly establish connections with colleagues and business experts through networking techniques.
Personal Development: Mentors can help you with your personal development in addition to your professional development. They might provide advice on time management, maintaining a healthy work-life balance, building confidence, and getting beyond difficulties.
Support and Feedback: Mentors can offer helpful criticism on your ideas, projects, or work, assisting you in identifying your strong points and places in need of development. They can also provide support, inspiration, and encouragement when things are tough or you're having setbacks.
Accountability: Maintaining accountability for your objectives and promises is made easier when you have a mentor. They can keep you responsible for moving towards your goals by checking in with you on a regular basis and offering advice on job prioritisation (NHS Institute for Innovation and Improvement, 2005)

What is Coaching?
The practice of coaching involves giving people or groups direction and encouragement in order to help them reach their objectives, perform better, and advance both personally and professionally. This is in contrast to mentoring, which frequently entails a more seasoned person offering direction and counsel based on their own experiences. Coaching is primarily concerned with assisting people in realising their full potential by promoting learning, development, and self-discovery. 
The Benefits of Coaching
Improved Self-Recognition 
Through encouraging self-reflection, coaching assist in identifying blind spots, development areas, and areas of strength. It can also help individuals to capitalise on their advantages and proactively resolve their disadvantages. 
Individualised Training and Development 
Coaching provides specialised skill improvement based on each client's needs. For example, in the areas of communication, handling conflict, and strategic thinking.. 
Making Decisions That Work 
Coaching gives leaders the tools they need to make wise choices in the face of uncertainty. In order to make confident and well-thought-out decisions in challenging situations, leaders can obtain clarity through scenario analysis and reflective questioning.
Innovative And Strategic Thinking 
Coaching encourages strategic visioning and innovation by getting leaders to look beyond the daily grind. This creates an atmosphere in which leaders actively (Hudson, 2023)

The Difference Between Coaching and Mentoring


	Coaching
	Mentoring

	Focused is usually on specific development area/issue at work
	Focused is on career and personal development

	Relationship is usually has a set duration
	Ongoing relationship can last a long time

	Generally more structured
	More informal

	Shord term and focused on specific development issues
	More long term and takes a broader view of the person

	Coach generally don't  need to have direct experience of their coaches occupation role
	Mentoring is usually more experienced and qualified than the mentee and passes on knowledge and experience

	Coaching can be performed by a line manager
	Mentoring is not preformed by line manager

	Agenda is set by the coach
	Agenda is set by the mentee





Coaching Culture
A coaching culture, according to Hawkins and Smith (2013), is one in which managers, employees, and leaders use coaching techniques to engage and grow every team member. Increased performance on an individual, team, and organisational level results from this engagement, and shared value is generated for all stakeholders. 
Coaching Culture in Healthcare
Coaching culture encourages continuous learning and improvement among healthcare professionals, allowing them to stay updated with the latest developments and deliver higher-quality care
Coaching fosters open communication, trust, and mutual respect among team members, leading to better coordination and collaboration in patient care.
Coaching empowers individuals to take ownership of their roles, set meaningful goals, and develop strategies to overcome challenges, resulting in higher job satisfaction and commitment to organizational objectives.
Healthcare can be stressful, and healthcare professionals often face high levels of burnout. Coaching provides tools and support for resilience, stress management, and well-being, helping individuals cope with the demands of their roles and maintain a healthy work-life balance.

The Key Steps to Start a Programme

Recognizing the Goal:
Start by outlining the goals of your mentoring and coaching programme. What particular objectives do you hope to fulfil? Your efforts will be directed by a clear aim, whether it is career advancement, leadership development, or skill growth.
Needs Assessment:
Make a detailed needs analysis. Determine the domains in which mentoring and coaching can have a substantial influence. Take into account the needs of the organisation and the individual, as well as any skill gaps that require filling.
Engaging Stakeholders:
Involve pertinent parties, such as prospective participants, HR, and senior leaders. The program's success depends on their support. 
Design the Programme:
Create a programme that is organised and in line with the objectives of the organisation. Specify the duration, goals, and extent of the programme. Think about if it will be group-based or one-on-one, official or informal.

Select Mentors and Coaches: 
Seek out people who have outstanding communication skills, relevant experience, and a sincere desire to see others succeed. Take into account both external and internal possibilities.
Training and Development: 
Give mentors and coaches training. Give them the tools they need to properly mentor and assist their mentees. Goal-setting strategies, feedback, and active listening might all be included in training.
Method of Matching:
 Carefully choose mentors or coaches for mentees. Think about things like compatibility, goals, and personality. A good match makes the whole thing better.
Monitoring and Assistance:
Schedule frequent supervisory meetings or check-ins. Throughout the programme, mentors and coaches could want direction or assistance. Promote candid conversation and take swift action to resolve any issues.

Ethical Guidelines:

Establish unambiguous ethical standards for mentees, coaches, and mentors. It is essential to maintain professionalism, respect, and confidentiality. Ensure that everyone is aware of their obligations.
Evaluation and Feedback: 
Keep evaluating how successful the programme is. Get participant input, monitor development, and make required corrections. Frequent reviews aid in the program's gradual improvement. 

Technological Opportunities:
Video Conferencing: 
With the use of video conferencing solutions, virtual coaching sessions can be carried out with ease. Regardless of distance, mentors and coaches can establish connections with medical experts. 

Mobile Apps: 
Mobile apps offer a practical way to share resources, keep track of accomplishments, and conduct continuous communication. They can help with individualised coaching and real-time feedback. 
Data-Based Perspectives: 
Analytics and Data Visualisation: Data on coaching encounters, performance indicators, and results can be gathered and analysed thanks to technology. This data's insights can help programme modifications and pinpoint areas in need of development.
Predictive analytics: By examining past data, predictive models can spot trends and foresee problems, giving mentors and coaches the opportunity to proactively address them.
Customisation and Fitting: 
Artificial Computation (AI): Coaching content can be tailored by AI algorithms to each person's needs, preferences, and learning preferences. Chatbots are capable of giving prompt answers and assistance.
Reach and Scalability:
Web-Based Platforms: Coaches and mentors can reach a wider audience with web-based platforms. nteractive e-learning modules have the potential to effectively distribute knowledge among a multitude of healthcare practitioners.
Feedback and Evaluation: 
 Technology enables ongoing evaluation of coaching efficacy. Tests, questionnaires, and self-evaluation instruments offer insightful commentary. Peers, mentors, and supervisors can also  provide feedback using online platforms.
Collaboration and Resource Sharing: 
Virtual Communities Through online forums and groups, healthcare professionals can network, exchange experiences, and ask for guidance.
Continuous Learning and Professional Development:
Microlearning is a means of ensuring continuous learning and professional development without overwhelming participants. It is given through technology and consists of bite-sized content (Welsh, 2019)

Conclusion
Coaching is an effective technique to increase people's skills and abilities while also improving performance. Mentoring is a mutually beneficial and cooperative interaction that often takes place between an experienced and less experienced employee, with the goal of fostering the mentee's personal and professional development. Mentoring and coaching provide numerous advantages for healthcare personnel, both on an individual and collective level.
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