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PART 1  

A critical examination of the key theoretical perspectives underpinning coaching and mentoring practice, giving due  consideration to potential issues arising from their implementation.

INTRODUCTION 

 I am a mental health nurse working for the National Health Service (NHS, 2012), passionate about providing nursing care and support to those with mental health issues. I have enrolled in a Post Graduate Course in Coaching and Mentoring to better understand the process and provide excellent care. I am currently providing individual and group coaching sessions to help individuals reach their goals and manage their mental health. I will adhere to the code and the standards set by the Nursing and Midwifery Council (2018) and the NICE (2021) guidelines to provide high quality care, using evidence-based practises and keeping up to date with the latest research and developments. For the purpose of this assignment, I will provide a brief overview of coaching and mentoring and then explore three chosen coaching models, namely Cognitive Behaviour Coaching (CBC, Beck, 1976; Ellis,1969, p.896-900), Value Based Coaching (VBC, Smith,2001), and Action Learning Sets (ALS, Revans,1982), before concluding which of these models if not all is most suitable for my clients in the mental health field, based on my working environment.

 Mentoring and coaching are two distinct approaches to helping individuals reach their full potential, with differences in terms of structure, focus, and efficacy (Passmore et al., 2012). Despite the lack of regulation in the UK, there is a growing movement to bring coaching under the umbrella of professional regulation (ICF, 2021), largely due to ethical considerations of the profession and the need to ensure that coaches and mentors are qualified and competent to deliver the services they are offering (Gray,2016). In the UK, mentoring is regulated by the UK Mentoring and Coaching Council, which works to maintain the highest standards of mentoring and coaching practice (EMCCuk, 2009). Drawing on Kolb’s (1984) notion of experiential experimental learning, Kozlowski (2003) suggest that coaching is a goal – oriented  process to improve  an individual’s performance, while ‘mentoring learning involves  an experienced  individual guiding  less experienced one’ ( Eby, Butts and Lockwood, 2010). 

Moreover, it is critical for mentors and coaches to be aware of their own biases and prejudices, maintain trust and confidentiality, and tailor their approach to the individual or group’s needs and desired outcomes (Smith et al., 2019). When miscommunication or mistrust between mentor and mentee occurs, it can lead to confusion and have a detrimental effect on the model (Westergaard, 2017). In order to ensure that effective support is provided, it is important to consider the implications of mentoring and coaching on various clients. Coaching and mentoring are both important tools in professional development that involve transferring knowledge and abilities to others. Although different theories, models and approaches can be used, the transformative model is generally accepted as the basis for coaching and mentoring practices . However, the lack of regulation in the area of coaching in the UK raises questions about the standards of practice, ethical issues, and competency of practitioners. Furthermore, the lack of research into the efficacy of coaching and mentoring means that the effectiveness of these approaches remains relatively unknown (Lingard et al. 2019, p.8-27). As such, it is important to ensure that best practice guidelines are followed and that any coaches or mentors are appropriately qualified and experienced to deliver the desired outcomes (Campolo & Geldard 2020). 
For a successful mentoring relationship, both the mentor and mentee must communicate openly and honestly, have a shared understanding of the relationship's goals and be willing to adjust their expectations (Appelbaum, 2017; Wheeler, 2021). Research suggests that mentoring can lead to increased problem-solving skills, self-assurance, job satisfaction, and life satisfaction (Golafshani, 2007,p.3-19). However, in order to ensure that these benefits are successfully achieved, it is important to supplement the mentoring and coaching process with additional elements such as technology, feedback, assessment, and supervision (Joo, Kim & Park, 2018). Technology provides mentors and coaches with access to resources and materials, while also facilitating communication and collaboration between the mentor and mentee (Ghorbani, Jafari & Fakourian, 2019,pp.431-444). Feedback and assessment can be used to measure the progress of the mentoring and coaching process and to identify areas for improvement (Joo, Kim & Park, 2018). Moreover, supervision can help to ensure that the mentor is meeting the needs of the mentee and providing the necessary support (Joo, Kim & Park, 2018). The use of technology, feedback, assessment and supervision can help to ensure that the mentor and mentee have a clear understanding of expectations, objectives and goals (Ghorbani, Jafari & Fakourian, 2019). Additionally, these elements can help to ensure that the mentoring and coaching process is conducted in an ethical manner (Joo, Kim & Park, 2018). 

                                                          
Van Dyne et al., (2014,p.187-220.) found that coaching and mentoring can have a positive effect on both the individual's performance and their overall well-being. Chen et al., (2012,p.403-415). further demonstrated that the use of coaching and mentoring can lead to improved self-efficacy and job satisfaction. Given the potential benefits of coaching and mentoring, it is essential to monitor progress to ensure that desired outcomes are being achieved giving priority to ethical considerations. With this in mind, the International Coach Federation's (ICF) Code of Ethics (2020) is a set of standards that provide guidance for ethical and professional behaviour for ICF members. The Code of Ethics outlines the responsibilities of the coach, the client, and the relationship between them, and sets out the minimum standards of ethical and professional behaviour. Through adherence to the ICF Code of Ethics, it is possible to ensure that coaching and mentoring sessions are conducted in an ethical and professional manner, and that progress is continually monitored in order to maximize the benefits for both parties. (See Table 1. for ICF Standards, Ethical and Professional behavior
).


 Table 1.  ICF Standards, Ethical and Professional Behavior
	The International Coach Federation’s   Code of Ethics  outlines the following  standards of Ethical and Professional Behaviour 


                                  
	Integrity: Maintaining the highest standards of integrity, honesty, and ethical behavior. 



	Confidentiality: Keeping client information confidential and protecting the privacy of clients. 


	Respect: Respecting the diversity of clients and their needs.


	Professionalism: Maintaining professional standards of practice and providing a safe and supportive environment.


	Competency: Demonstrating knowledge and skill in the practice of coaching

	Responsibility: Documenting and maintaining records of services provided.


	Accountability: Taking responsibility for the outcomes of coaching sessions. 



	Respect for Co-Workers: Showing respect for colleagues and other professionals in the coaching field. 


	Professional Development: Maintaining professional development and continuing education in the field of coaching.



	Conflict of Interest: Avoiding any conflict of interest in the practice of coaching. 


	Compliance: Complying with all applicable laws and regulations.


	Non-Discrimination: Refraining from discrimination in the practice of coaching.


Source:  https://coachfederation.org/.



Dweck's (2006) growth mindset provides a valuable framework for promoting self-development and positive change. This framework emphasises the importance of challenging oneself to develop new skills and capabilities, and encourages individuals to embrace failure as a learning opportunity (Dweck, 2006). By adopting a growth mindset, individuals are more likely to take risks and develop resilience in the face of difficulties, leading to greater success in both personal and professional contexts (Yeager & Dweck, 2012). Moreover, the growth mindset has been associated with improved psychological well-being, increased academic performance, and greater self-efficacy (Chiu and Silverman, 2016,p.14-19; Dweck, 2006). Adams (2004) provides further advice on cultivating a growth mindset  which has been found to be useful for mental health clients in recognising and addressing their fixed mindset beliefs (Yeager et al., 2014,p.191-210). Consequently, understanding the power of mindset and applying these resources can be an effective way to support mentees and coachees in reaching their goals. 
In addition to Dweck's (2006) growth mindset, cognitive behavioural coaching (CBC) developed from the cognitive behavioural model (Ellis, 1955) can provide an effective framework for developing self-awareness and facilitating behaviour change. CBC uses a cognitive-behavioural approach to support individuals in developing new skills, attitudes, and behaviours that are in line with their goals (Garvey et al., 2008). This approach has been found to be effective for addressing a range of issues, such as anxiety, depression, and chronic pain (McCauley et al., 2020). (Figure 2. Cycle of Cogntive Behavioural Model).
                                                     
Figure 2. The Cycle of Cognitive Behavioural Model 






As such, CBC can be an effective tool to support individuals in their professional and personal development. Several frameworks and models have been proposed that can be effective tools to support individuals in their professional and personal development. However, it is important to consider the limitations of each model and adjust them to suit the individual’s needs, in order to ensure the most effective use of these frameworks. Research conducted by Blaich (2017) has highlighted the importance of selecting a model that is suitable for the individual and the situation, and monitoring progress in order to ensure that the desired outcomes are being achieved. Furthermore, Dweck's (2006) growth mindset and cognitive behavioural coaching (CBC) can provide further guidance and support for mentees and coachees in reaching their goals. Ultimately, identifying and addressing any potential limitations can help to ensure that the program is effective, equitable, and beneficial to all involved. 

                                                      

 CBC emphasises the importance of understanding how cognitions and behaviours interact in order to identify and address negative thought patterns and behaviours (Hogan & Ward, 2013). By helping individuals identify and modify thought patterns and behaviours, CBC can help individuals to better manage their emotions, increase self-efficacy, and improve performance (Hogan & Ward, 2013). Moreover, CBC has been shown to be effective in a variety of contexts, including organisational settings, health and wellness, and education (Hogan & Ward, 2013). CBC has been found to be successful in helping individuals to create positive change, with research demonstrating positive outcomes in terms of emotional control, independence and overall well-being ( García-Palacios & Gomar, 2020 ; Knaus, 2015). Despite its efficacy, practitioners must ensure they are using CBC ethically and within their scope of practice, and be aware of potential difficulties such as client resistance, lack of commitment and difficulty building rapport (Lane et al., 2017; García-Palacios & Gomar, 2020). Overall CBC can be a powerful tool for helping individuals create positive change, but should be used with due consideration of ethical and practical considerations. 
Action learning sets (ALS) developed by Revan (1940) is based on Kolb’s work(1984) and has been widely adopted in various contexts, from education to business, due to their effectiveness in helping individuals and teams to problem-solve and take action (Ahmad, 2004,p.968-983). Although action learning sets (ALS) can provide an effective framework for facilitating learning, problem-solving, and personal and professional development and ethical issues need to be to considered when implementing this approach. These include the potential for unequal access to resources or opportunities (Hall et al., 2018,p.229-241), the potential for group dynamics to be disrupted by competing interests and agendas (Bharadwaj & Bapat, 2018,p.470-479), the potential for ineffective communication (Tosey & Mathison, 2019,p.146-181), and the potential for confidential information to be shared in breach of ethical standards (Henderson et al., 2012). In order to ensure the success of any ALS, it is important to identify and address any potential ethical issues in order to ensure that the program meets professional standards, is equitable, and is beneficial to all involved (Langhout & Weigelt,2019.p.211-233). Byford's (2020) framework for organisational learning provides an effective approach for developing and implementing organisational strategies, structures, and cultures that support learning and innovation. The framework emphasises the importance of creating an environment where individuals are encouraged to take risks, experiment, and learn from failure (Byford, 2020). In addition, it encourages organisations to create structures and systems that promote learning, such as feedback loops, knowledge sharing systems, and collaborative problem-solving processes (Byford, 2020). (Figure 3. Action Learning Sets).                                 


Figure 3. Action Learning Sets 



Byford’s approach shares some similarities with Cognitive Behavioral Coaching (CBC) in mental health, and Rogers (1951) person-centered therapy, which both recognise the potential of non-directive approaches in helping individuals make meaningful and lasting changes (Byford, 2020). Research has also demonstrated that action learning sets can have a positive impact on decision-making, whilst facilitators of these sets need to have excellent listening and facilitation skills in order to create a safe environment in which team members can express their concerns (Perry, 2008). More so, action learning scenarios can present ethical issues for coaches and coachees, such as power imbalances and confidentiality issues (Joshi & Bartlett, 2008,p.111-128). Therefore, ethical guidelines and practices should be used to ensure equality, respect and confidentiality is maintained (Hendy & Lane, 2006,p.83-88). Action learning sets have also been found to be effective in aiding individuals with mental health issues to understand their own behaviour and create strategies to address cognitive distortions (Lund et al. 2018,p.175-182).  The study carried out by Lund et al (2018,p.175-182) suggest that action learning sets may provide symptom relief, increased self-efficacy and improved quality of life. 
                                                        
Value-based coaching (VBC) provides an effective framework for developing self-awareness and facilitating behaviour change. VBC focuses on creating an environment of mutual respect and trust, and encourages individuals to identify their values, goals, and motivations (Cox et al., 2018,p.140-164). By helping individuals to understand their values, goals, and motivations, VBC can help to foster greater self-awareness and encourage behavioural change (Cox et al., 2018,p.140-164). However, when employing this strategy, there might be ethical and practical concerns to take into account. The possibility of group dynamics being upset by conflicting interests and agendas (Bharadwaj & Bapat, 2018,p.470-479), the possibility of ineffective communication (Tosey & Mathison, 2019,p.146-181), and the possibility of confidential information being shared in violation of ethical standards (Henderson et al., 2012,p.1-10). Due to the confidential nature of the coaching relationship, VBC may be more susceptible to ethical violations than action learning sets (ALS) and cognitive behavioural coaching (CBC), which may both experience issues with group dynamics (Langhout & Weigelt, 2019,p.211.223). Any VBC programme must meet professional standards, be fair, and be advantageous to all parties involved in order to  be successful, so it is crucial to identify and address any potential issues (Langhout & Weigelt, 2019,p.211.223).


Furthermore, value-based coaching has also been shown to have a positive impact on team dynamics, engagement, performance and efficiency (Flaxman & Lirhen, 2013). This approach involves identifying and utilising core values and assets, creating a climate of trust and respect, and understanding the dynamics of change (McCaskey, 2020). In addition, Value-Based Coaching (VBC) is a powerful tool for long-lasting change, and when combined with Cognitive Behavioral Coaching (CBC), it can be particularly effective in improving psychological well-being and organisational performance (Haggerty et al., 2015,p.533-540). Despite the potential for these approaches to lead to successful outcomes, there are a range of potential limitations that must be taken into consideration. For example, the cognitive-behavioral model (CBC Model) is an effective approach for coaching and mentoring within the workplace (Cameron & Green, 2004) however, it can be time-consuming and challenging to implement. In addition, the efficacy of CBC  is dependent on the trust and safety of the relationship between mentor and mentee, and the individual context of the situation (Golafshani, 2007,p.3-19). It is also important to consider the potential power dynamics between the coach and client when using value-based coaching (Flaxman & Lirhen, 2013), and to ensure that coaches are aware of cultural competency and prepared to provide follow-up support and resources as needed. 

                                                                        

In conclusion, it is evident that the combination of Cognitive Behavioral Coaching (CBC), and Value-Based Coaching (VBC) can be successful in achieving positive outcomes for clients in terms of symptom reduction and improved quality of life (Stang & Sillars, 2016,p.333-340; Bluckert et al., 2017,p.1075-1081). Furthermore, supplementary approaches such as Action Learning Sets should be considered to provide additional resources and strategies to help clients reach their goals (Robbins, 2017). This approach should be taken into account when considering ethical issues such as conflicts of interest, client dependence, lack of knowledge, professional boundaries, power dynamics, cultural sensitivity, client confidentiality, and potential legal issues (Kotova & Seltzer, 2019,p.377-393). 
In my own practice as a mental health nurse, coach and mentor, I will strive to ensure that I am adhering to the code of conduct of the Nursing and Midwifery Council (NMC, 2020) and taking into account the individual context, cultural competency, and power dynamics of the coaching relationship. To do this, I will use a combination of Cognitive Behavioral Coaching (CBC), and Value-Based Coaching (VBC). This combination of approaches provides a comprehensive programme to meet the unique needs and objectives of each client, assess the client's needs and objectives, while providing them with practical skills, problem-solving strategies and a connection to their values. Lastly, I will consider utilising a supplementary approach such as Action Learning Sets to provide additional resources and strategies to help clients reach their goals. Finally, I will strive to continually evaluate and monitor the progress of my clients to ensure that the chosen models are working effectively and achieving the desired results, as outlined in the National Institute for Health and Care Excellence (NICE, 2018) quality standards for high quality care. Mental health nurses play a crucial role in providing support to individuals struggling with mental health issues. As such, it is important that they are equipped with the necessary coaching, mentoring knowledge and skills to effectively respond to such situations. One way of doing this is by incorporating coaching and mentoring into their training. This would help mental health practitioners build their understanding of the potential of coaching and mentoring, and equip them with the skills to use these approaches to support their clients. By incorporating these practices into nurse training, mental health practitioners would be able to provide a more holistic and effective approach to mental health care. Moreover, this would also help ensure that these practices are regulated and ethical, thus providing greater protection to those using such services (UKMCC, 2018). 
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