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LO1 - Understand the concepts of coaching and mentoring
‘1.1 Define and explain the concepts of coaching and mentoring.’ 
The general definition of mentoring is providing support and encouragement to help individuals manage their learning (University of Reading, 2020). The general definition of coaching is more of a candid discussion to help an individual to complete tasks better (Clutterbeck D, 2016).  Most organisations adopt models to help have a positive impact when it comes to coaching and mentoring. Adopting models will help with the purpose of the session and ensure the session stays on track. The most common model is known as the Grow Model. This model is designed to start from the beginning of exploring where the person is regarding their goals, the options they have to move forward, and the conclusion is containing a commitment to the actions needed (Personal Coaching, 2020). GROW stands for Goal, Current Reality, Options (or Obstacles) and Will or (Way forward). This model was developed in 1980 by Graham Alexander, Alan Fine and Sir John Whitmore and is the most used coaching and mentoring model (Whitemore, J 2002). This model can be adopted at any level within the organisation. This can be used lower down the Organisational Chart to help employees gain further skills and knowledge and leadership and managerial practices to help individuals take on greater responsibility (Business Balls, 2020).
Along with the Grow Model, there are different ways of approaching coaching and mentoring depending on the objective, personalities, and challenges. One approach can include using the directive and non-directive style. This style is very black and white. The directive is as simple as the coach following a tell, show and do, then allowing the coachee to copy (Big Rock, 2020). The non-directive approach is much more personalised to the coachee, which allows them their own learning journey with the coach providing guidance rather than direct instruction (et al.). Both coaching and mentoring are development approaches within a business context to help individuals improve and maximise their potential and own performance, based on the use of one-to-one conversations (Whitmore, J 2017). 

‘1.2 Analyse similarities in, and differences between, coaching and mentoring and evaluate the validity of grouping the two concepts together’.
Although coaching and mentoring have a similar goal to help improve individuals, it is possible to draw distinctions between them, but they are often used interchangeably (CIPD, 2020). The easiest way to show the differences is to have a side by side comparison. 


	Topic
	Coaching
	Mentoring

	Formality
	Coaching is more of a formal contract, including having ground rules set and often contains a third party organisational client
	Mentoring is less formal and is usually between two parties, more like a discussion

	Timeframe
	Coaching contains short term partnerships or relationships due to having more of a structure from the coach. 
	Mentoring relationships last longer than one year, up to a lifetime. 

	Focus
	Coaching focuses typically on short-term skills and improves job performance.
	Mentoring focuses typically on longer-term career issues and how to obtain good experience in the long term whilst being development driven.


	Structure
	Coaching has a more traditional structure with regular meetings.

	Mentoring meetings tend to be informal and on an as-needed basis.


	Directive/Non Directive
	Coaching is there to develop the individual's performance on the job, which is classed as non-directive.

	Mentoring is there to develop the individual for the future, which links to the focus of being development-driven, which is classed as the directive.

	Agenda
	Coaching is set out on concrete issues by the coach and the coachee. This will be more of a task-based agenda. 
	The mentee sets out mentoring, and the mentor will support that plan. This will be more of a relationship based agenda.

	Outcome
	Pefformance based
Coaching should have an agreement and outcome specific and measurable that is ale to show signs of improvement and positive change, performance-based. 
	Career focused
Mentoring should form a relationship that can shift over time. The overall development will be the main interest which will result in the outcome being career-focused.


(Passmore, J 2010).
Coaching and mentoring within an organisation is of great importance. Both coaching and mentoring are put in place to promote the employee’s within the organisation and help them gain self-development. Promoting both coaching and mentoring within the organisation will bring not only promote personal development but will also increase team efficiency. Coaching and mentoring combined are helpful within the job role and in the employee’s personal life. 

‘1.3 Evaluate how coaching and mentoring differ from counselling and one-to-one training’. 
Although coaching and mentoring differ from counselling and one-to-one training, there are apparent similarities (Starr, J 2011). The main difference between coaching and therapy, Coaching usually supports the improvement of performance to create desirable results. In contrast, therapy focuses on more specific problems such as trauma or mental illness (et al.). 
Counselling is known as a term called ‘talking therapies’, allowing people to open up and discuss their problems within a safe, confidential environment. This term can mean different things to different people, but the general outcome is to create a space where people can seek a change within their lives and work towards a positive resolution. There are many different forms of counselling; this can include face-to-face, individual or group sessions, and online or telephone counselling (Women, 2019). During a counselling session, the established relationship is formal, whereas a mentoring relationship is informal and long-term. Another difference between counselling and mentoring, a mentors advice is based on personal familiarity and admiration.
In contrast, a counsellor’s is based on relevant training and their expertise on how to help the patient. Finally, the other difference between mentoring and counselling is that conversations during a counselling session are protected under law, which is not the case during a mentoring session (Positive Psychology, 2017). 
The difference between mentoring and one-to-one training is that the training is formal with specific KPI’s and defined learning objectives. There is usually a time limit on the training. This will usually be conducted by professionals trained to conduct the training. Mentoring is an informal relationship between individuals who already have some job skills that could be improved (Cogs, 2020).
Each one of the above has its own specific goal:
Coaching – To improve the personal and professional behaviour of an individual to promote success.
Mentoring – To support and guide individuals within their personal or professional growth.
Counselling – To provide personal support within an individual's personal life.
One-to-one training – To provide individuals with the knowledge to gain new skills and experience.
All of the above goals are beneficial to individuals as well as their organisations. Gaining a deeper understanding of each outcome's benefits will result in the individuals getting the desired outcome and the most benefit from the sessions. 

LO2 - Understanding different ways coaching and mentoring can be implemented in organisations
‘2.1 Explain different types of coaching and mentoring which can be implemented within organisations’. 
Within an organisation, adopting and implementing a coaching and mentoring model can help provide a framework for a coaching discussion and improve team efficiency and personal development. As noted above, one of the leading models for coaching and mentoring is Grow. There are four words and phrases that link the four main stages of this model. 
Goal: What do you want? 
· The endpoint, where they need to be
· Agree on the topic for discussion
· Agree on specific outcomes 
· Set long-term aims
Reality: Where are you now?
· The current reality: where they are now
· Invite self-assessment to take place
· Offer specific feedback
· Examine assumptions
Opportunity: What could you do?
· All of the options of as how they will progress
· Invite suggestions from them
· Carefully offer suggestions
· Ensure that some choices are made
The way forward: What will you do?
· Action steps that will take them to their goal
· Prepare a plan for specific steps and timings
· Identify possible future obstacles and solutions
· Agree on support throughout the process. 
Many organisations adopt Grow as a mentoring model due to the simplicity and flexibility it offers. They adopt this model into their management processes to inspire outstanding performance to maximise productivity within the team. Some of the most successful businesses globally, such as Google, have adopted and taught their managers to use Grow (Performance Consultants, 2020). Along with the Grow model, organisations can adopt different models that include the Oscar model. 
OSCAR was created by Karen Whittleworth and Andrew Gilbery in 2002. They created this model to enhance the existing Grow model, which was brought out in 1990. Karen and Andrew brought out this newer model to provide managers with better coaching styles to help develop the company and their teams (Business, 2020). Oscar was created around five factors known as Outcome, Situation, Choices, Actions and Reviews. Firstly the outcome must be determined, and the goals of the session, the current situation and feelings of the individual must then be clarified, choices need to be considered and generated along with consequences, the following steps and actions must be determined and then finally develop a plan and review the process. If this process is followed and applied, the results should be satisfactory and provide a long-term effect of practical coaching (et al.)
Both the Grow model and the Oscar model can be applied in almost any scenario that provides personal or professional development. There is a mentoring model out there for every single one of us. The coaching and mentoring models provide a mental route-map to help individuals see their goals. 

‘2.2 Evaluate the role of line managers within coaching and mentoring’.
The primary principal responsibility of a line manager is to develop the individual directly reporting to them. Coaching and mentoring are two of the most effective ways to support individuals' professional development (Clutterbuck D, 2014). Coaching by line managers is popular within the private services sector rather than coaching by external practitioners. Coaching is typically applied as a day-to-day management activity without realising and is usually also embedded into one-to-one meetings and performance conversations (CIPD, 2020). 
There is tremendous pressure on a line manager if they get decisions wrong and miss opportunities to conduct coaching and mentoring, which will harm the team's working relationships and effectiveness (Andrew Wales, 2020). Line managers are not born with the skills to coach and mentor. These need to be worked on and developed. To be thoroughly equipped for the role, line managers need to be aware of the requirements to fulfil these duties; not only do they need to be fully aware of each scenario, but they also need to consider that coaching or mentoring might not be the correct solution for everyone and the goal they want to achieve (et al.). There are models line managers could adopt when considering coaching and mentoring:
Coaching at the sharp end:
This model contains two features that managers can undertake; it includes primary coaching characteristics. This is where the focus is on performance and then mature coaching characteristics. This is where the focus is on empowerment. Primary coaching characteristics provide a development orientation and successful planning and goal-setting activities, whereas mature coaching characteristics use powerful questioning and shared-decision making (Anderson, V 2009). 
It is extremely important that the line manager fully understands their role when coaching and mentoring and does not think of this to pass down responsibility. Line managers should set an example, showing that coaching and mentoring are taken seriously to encourage personal and professional growth. 

‘2.3 Assess factors to be considered when implementing coaching and mentoring programmes in organisations’.
Implementing a coaching and mentoring programme within an organisation will impact various processes, procedures, policies, and documents. Coaching and mentoring will link to current organisational strategies such as HR, learning and development, performance management, well-being, monitoring, and evaluation. Policies and procedures, including GDPR, Confidentiality, Coaching and Mentoring professional bodies, and ethical practice, will also need amending when a coaching and mentoring programme is introduced. Confidentiality – This relationship is built up between the coach and client and formed based on trust (Clutterbuck, D 2018). Ethical practice – This forms guidelines about what to expect from those in the profession. Ethical codes are standards of conduct to define behaviour. When implementing coaching and mentoring, there are professional bodies that need to be considered and abided by, including, Association for Coaching (AC), the International Coach Federation (ICF) and the Institute of Leadership and Management (ILM). 
Not only does the organisation need to consider the above when implementing coaching and mentoring programmes within the organisation, but they also need to consider the impact of having internal or external coaching. External factors include:
	Advantages
	Disadvantages

	They have specialist skills and experience
	They could come at a high cost

	They offer an environment to question established methods and processes already in place
	Their availability may not match the short-term needs of the organisation

	They do not have any day-to-day distractions
	They are not aware of the culture of the processes of the organisation

	They are not affected by internal policies within the organisation
	Changes they have identified may not fit with the organisation. 



Internal factors include:
	Advantages
	Disadvantages

	There are no additional direct costs
	They may not be able to alter communications style

	There is an opportunity to know the coachee better
	It takes their time away from their responsibilities

	Previously had a work relationship and experience of interacting with the coachee
	The commitment of return favour to colleagues

	They know the culture and process of the organisation
	They may feel that new ideas won't be well received

	They can build and demonstrate trust and respect
	They may fear to question established ideas

















LO3 - Understand the potential benefits of coaching and mentoring in organisations
‘3.1 Assess the potential benefits of coaching and mentoring for coachee/mentee and coach/mentor’.
Many benefits come with adopting coaching and mentoring within the organisation. 
The benefits of adopting coaching to the coachee include:
· Improved performance 
· Increased self-awareness
· Learn how to solve your problems
· Improved confidence
· Increased individual satisfaction
The benefits of adopting coaching to the coach include:
· Helps establish and take action towards achieving goals
· Become more self-reliant
· Gain more job and life satisfaction
· Contribute more effectively to the rest of the team
· Communicate more effectively
The benefits of adopting mentoring to the mentee include:
· Gaining practical advice, encouragement and support
· Help learn from experiences and others
· Increases their social and academic confidence
· It helps them become more empowered with making decisions
· Develops their communication and personal skills
· It helps them develop strategies for dealing with personal issues
· It helps them identify their goals and establish a sense of direction
The benefits of adopting mentoring to the mentor include:
· Improve communication and personal skills
· Helps develop leadership and management qualities
· Increases their confidence and motivation
· Enhances their CV
· It helps them gain recognition for their skills and experience
· They gain benefit from a sense of fulfilment and personal growth
Not only are there benefits to the above when adopting coaching and mentoring, but the organisation will benefit too (Croner, 2020). From adopting a coaching programme, the organisation will see benefits such as: 
· Increased organisational performance and productivity
· Demonstration of commitment to individuals and their development
· Increased staff motivation
· Increased quality, customer satisfaction and customer service
· Improve employee satisfaction and retention. 
If an organisation adopts a mentoring programme, it will see benefits such as:
· Support for succession planning
· Enhances staff problem-solving capabilities
· Increased success of policy implementation  

’3.2 Assess how coaching and mentoring programmes can support the achievement of organisational objectives. 
Coaching and mentoring programmes can support organisational objectives due to adding an enormous amount of value. The main traditional thought is that investing in a coaching programme will increase the performance of the individuals, which will then translate into improved performance for the organisation (Quiver, 2017). Coaching can also be used as more of a systemic level to support objectives such as raising sales performance, increasing productivity, supporting cultural change and improving senior management team performance (et al.). 
Mentoring programmes implemented within the organisation will help achieve the organisational objectives as it can include, faster onboarding of new workers, promote diversity within the workplace, promote career development, support remote working and improve employee retention (Together, 2019). If an organisation can successfully implement a mentoring programme then the results they could see is that 80% of employees have a positive outlook on their career development, increased internal promotion, and keep employees within the company for longer known as employee retention (et al.). 
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