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Define and compare and contrast the concepts of coaching and mentoring with an analysis of key similarities and differences.

Clutterbuck (2016) defines coaching as ‘’a process where through direct discussion and guided activity, a coach helps an individual to solve a problem of complete a task to a better standard’’. CIPD (2020) agrees with this and notes that coaching aims to produce optimum performance and high standards but also elaborates and goes on to discuss that it can be challenging to define coaching and professionals within the field often disagree on a specific definition. Coaching comes in a variety of different forms which contributes to the difficulty in having a universal definition of the concept however, it is generally agreed that it is a non-directive form of employee development which aims to improve performance and is carried out by a trained professional. 

Clutterbuck (2016) defines mentoring as ‘’Offline help by one person to another in making significant transitions in knowledge or work.’’ CIPD (2020) re-enforces and agrees with this by defining mentoring as a more experienced employee sharing their knowledge to aid another employee in completing a certain task to a higher standard. Unlike coaching, mentoring has a more consistent definition amongst HR professionals with a widely accepted definition. 

The major similarity between coaching and mentoring is that both have a primary focus of assisting with performance management and supporting self-development, (CIPD 2020). Both aim to use a process to develop an individual to achieve specific tasks and goals. The differences between the two come from the ways in which they aim to achieve the same outcome. Coaching uses a professionally trained ‘coach’ or expert to aid a ‘coachee’ in achieving something whereas mentoring is a more experienced person sharing their experiences and helping an individual to learnt through this and with guidance. Coaching tends to be a short-term process until a certain task has been accomplished, mentoring usually occurs over a longer period of time as skills are passed on gradually and knowledge is shared, (Blakemore 2014). Coaching tends to be a formal process which has a clearly defined structure and mentoring takes an informal approach and can often be ad-hoc with knowledge being shared as and when it is most relevant to an individual’s job role. Another key difference is that a coach is viewed as an expert within their field, but a mentor is a very experienced individual with knowledge that can be passed on. Coaching has a clear end goal and an end to the working relationship once the goal has been achieved, Mentoring is different as it does not typically have an end point and the mentor continues to guide an individual often taking them under their wing and this can form the basis of a succession plan, (Surbhi, 2016). 

The terms coaching and mentoring are often grouped together and used interchangeably, although they are actually quite different, they can be used together to achieve business goals as well as goals of individual employees. Organisations will often make use of both practices and use them alongside each other which can be beneficial, for example a company may have a mentoring scheme that is actively in use for developing employees ready to take on additional responsibilities and prepare them for future promotions or restructures and may choose to implement coaching at the same time to achieve a specific goal or to develop a specific employee in a specific area or to engage and motivate an individual.        







Evaluate how coaching and mentoring differ from counselling and from one-to-one training. 

Coaching and mentoring draw some similarities with one-to-one training and counselling this is largely due to the fact it is based on a relationship between two individuals with the aim of achieving a goal or improving performance/wellbeing. Glover (2014) discusses the need for both training and coaching within an organization and that one may be more favorable than the other based on the desired outcome. 

Training is different to coaching and mentoring as it is more concerned with teaching a skill to an individual or group, this is often outsourced and not carried out in-house, this does not usually occur with coaching or mentoring. Schuneman (2019) discusses that training is used to teach an individual and improve their capability, or upgrade their skillset, with one-to-one training often being used with new employees for example a company induction or training on a piece of equipment that is needed for their job role. Training is a more consistent process compared to coaching which needs to be tailored to an individual and their needs. This process takes a more formal approach than coaching and mentoring and can be used short term like coaching or in a more on-going form like mentoring. Training and coaching can be used together successfully, for example an employee may receive initial training for an element of their job role but once this is completed, they will be left to their own devices and potentially only have the basic knowledge needed, this is where coaching can be beneficial after initial training as it can help provide an element of practice and improve confidence and capability, (EZRA 2020). On occasion, training may not be enough by itself and a combination of mentoring or coaching along side this can help an individual improve their skillset in the most beneficial and efficient way possible. 

Counselling draws some parallels with coaching and mentoring, by sharing some core principles and both have the aim of helping an individual, however counselling tends to deal with more personal issues and in more depth. Both counselling and coaching and mentoring all rely on a relationship of trust between those involved (this is not necessarily important in terms of training). Although the two concepts may share elements, and coaching can be a therapeutic process, they are different, and counselling should only be provided by a licensed professional, (Miller 2020). Counselling aims to benefit an individual by solving past experiences which can allow them to be more productive or improve their wellbeing in the future, whereas coaching or mentoring are about dealing with current performance-based issues. 

Each form of development is suited to different areas, for example coaching could be used to improve an employee’s performance in a certain area, Mentoring could be the best option is the long-term succession planning is the desired outcome, one-to-one training would be most appropriate to deal with on-boarding new employees and Counselling would be best if an individual were unable to move forward with their own development due to unresolved past issues. Each individual performance issue or goal should be approached with the method that is going to suit an individual best for example someone may be more receptive to one-to-one training than coaching. Often to get the most out of an individual and to benefit an organization, a combination of these can produce the best results. 

 









Explain different types of coaching and mentoring which can be implemented in organisations

There are various types of coaching and mentoring and some are more suitable than others, depending on the desired goal or outcome.  Hawkins, quoted in Cox, Bachkriova and Clutterbuck (2018) discusses transformational coaching and its benefits within the workplace, this form of coaching is of particular use when dealing with vast levels of change for example progression to a higher position within a company or a move to another department. Transformational coaching uses a holistic approach and aims to get an individual to engage with the entire process, often using the CLEAR model which looks at identifying what a goal is, assessing the current situation, new ways of approaching the situation, creating a strong plan and reviewing the process. This approach is beneficial as it encourages a wider thought process and uses the same structure for each session, (Wilson 2021). 

Team Coaching involves one or more coaches working with a whole team to help the team achieve its shared goal and mission (Zentis 2016). Team coaching can develop highly performing work teams as it looks at how individuals can be coached and developed so that they can bring more to the team and uses individual performance coaching to achieve the teams shared goal. Discusses that team coaching can be particularly beneficial if an organization has a newly formed team and the process can be used to encourage effective team working or if a team’s performance is proving to be unsatisfactory then team coaching can contribute to rectifying this, (Connor 2012). 

Executive coaching within the workplace refers to one-to-one coaching, particularly those with the potential to become a high performer. The process aims to get an individual to ask questions and find solutions to their issues to help them achieve their own goals and those of the organization, (Mccarthy 2016). Executive coaching can develop strong leaders and can be particularly useful in overcoming a hurdle that is preventing a leader from achieving a goal and thus hindering the business if not dealt with, the process involves identifying goals and structuring solutions which also aids personal development of the coachee, (Page and De Haan, 2014). 

One-on-one mentoring looks at building a strong relationship between the mentor and mentee and building individual skills through the transfer of knowledge and the use of guidance from the mentor.  This is an informal arrangement and sessions happen as often as decided by the individuals, progress is not always tracked but sometimes this is beneficial to the mentee to evaluate the process. This is beneficial within an organization as it prepares the mentee for the next career step and can be done over a longer period of time to ensure competence (Creighton 2018). 

Peer mentoring is the process whereby an appointed mentor is not required at all and instead individuals within a group will mentor each other and share ideas and feedback and learn and benefit from each other’s skillsets, (Creighton 2016). This process does not always need a structure and can happen very naturally within an organization, it can also work well as peers are on the same level and this can eliminate a barrier that could potentially exist if the relationship was between employees whereby one was more senior. Hoppe (2017) discusses the benefits to an organization of peer mentoring with particular focus on its low costs and ability to strengthen team relationships as well as develop individuals, it can also high light those with strong leadership skills and potential for future leadership roles. 

Reverse mentoring is the process by which new employees or junior team members can pass on knowledge, new thought processes or skills to a more senior member of staff. Senior staff may have more experience, but junior or recent graduates may be able to provide an insight into new ways of doing things or how things effect lower levels of the organization. Jordan and Sorrell (2019) discuss that this can help make junior employees feel valued and can help with long term staff retention as both parties are benefiting from the mentor/mentee relationship.  Jolin (2018) discusses Virgin’s approach to reverse mentoring and that the focus does not necessarily have to be on age but also on background or minority which can aid inclusion and diversity within the workplace. 



















































Provide an assessment of the factors which need to be considered when implementing coaching and mentoring, including the potential role of line managers.

Line managers have an important role to play in terms of coaching and mentoring employees and helping them reach their full potential. CIPD (2020) discusses that the line managers role is vast as mentoring is often embedded into the daily activities of an organization and is carried out by line managers, it is also noted that this can cause potential issues as a coaching relationship should be impartial and this may not always be the case if it is carried out by an employee’s direct superior.  A line manager will be able to identify potential performance issues which need to be addressed with coaching, they may also be able to work out the best mentoring partnerships for individuals as they will know their teams’ personalities and learning styles and can match a mentor and mentee based on this. Silverman (2004) looks at the role of line managers and notes that there has been a shift in recent times as the responsibility falls with them rather than with an HR or L&D department, but it is important to bear in mind that although there is an element of responsibility from line managers, with coaching and mentoring a lot of the responsibility is on the individual and the manager is only there to guide/support. Line managers should want their teams to reach their full potential and can use the coaching and mentoring process as a way of evaluating performance and helping employees to develop or gain confidence within their roles. There is also the potential for line mangers to develop strong relationships with employees through mentoring and this can translate to a strong management relationship within teams, (Weintraub and Hunt 2015). For mangers to be good coaches and get the best out of their teams, they can also be coached and this will give them stronger skills as well as a new level of understanding from both a coach and coachee’s point of view, (O’Keefe 2020)

Careful considerations should be considered when implementing coaching and mentoring practices into an organization. Wieczorkowska (2018) notes that the objectives of the planned coaching or mentoring should be clear and align with the business’s overall goals, roles and responsibilities should also be clearly set out so that both parties know what is to be expected. Company culture should also be considered and how employees will receive the proposed coaching, Cocivera (2018) discusses the idea of building a strong coaching culture within an organisation and this will increase employee ‘buy in’ to the concept and generate better results. Individuals needs should also be a priority as individuals may be more receptive to certain styles of coaching and planning should be given to the type of coaching, the intended length of time and the style to ensure the individual and the organisation get the most out of the arrangement and the best value if the coaching is being outsourced. 

It is also important to consider external factors outside of the organisation which are unplanned for, for example the current climate has very much been affected by the on-going covid-19 pandemic. Gino and Cable (2020) discuss that even though it has to be done in a remote way, coaching has been invaluable in terms of reaching out to employees and helping them navigate through the challenges of working from home and the uncertainty and fear the pandemic has brought. Mentors should be mindful that mentees may lean on them for assistance more than usual during difficult times and may also find it challenging to ask for guidance as they do not want to appear as though they are struggling and unable to meet goals, (Fessell, Chopra and Saint 2020). Coaching sessions should still be a priority during a crisis as they can support and motivate employees and keep them focused on goals. 







Provide a summary of the benefits of coaching and mentoring and an assessment, with reference to research, of how coaching and mentoring can support the business.

Hicks, Carter and Sinclair (2013) discuss the findings of research into whether employees found coaching to improve their wellbeing, job satisfaction and engagement. The results showed that employees felt their wellbeing was improved and they were able to see the link between their well-being and work life, Job satisfaction was the most impacted of the three with employees feeling they had developed new skills which motivated them to improve their productivity or performance, the research shows little impact was had upon the engagement of employees after a period of coaching. The findings show the positive benefits of coaching on employee job satisfaction which in turn can lead to higher levels of productivity for an organisation and efficiencies, it is worth noting that more research is needed into the engagement element as there was no strong link discovered either way as to whether coaching improved engagement in this study. 

Mentoring benefits individuals and organisations in many ways including increased confidence and personal development for the mentee. Job satisfaction is also increased for both the mentor and mentee as both parties share knowledge and learn from each other, the mentee will feel as though they are adding value to an organisation and performance will improve inline with this, the mentor will be able to see how their mentoring is helping and individual to develop and this in turn will give them increased job satisfaction, (Cronin 2019). All of this leads to greater productivity and can lead to staff retention which benefits businesses through lower staff turnover costs and a highly skilled and loyal workforce. Coaching and Mentoring aid businesses with their succession planning and can help employees reach their full potential, mentoring especially can benefit as it allows the mentor/mentee a long period of time to learn and develop ready for progression opportunities for example if there was a re-structure due, a senior manager may spend the final period of their role mentoring a junior member of staff ready to move up, or move to a new department (BrightHR 2021). 

According to Nguyen (2017) one of the major benefits of coaching is the improved relationships it can lend itself to, this covers relationships between the coach and coachee as well as the coachee and the rest of their team as they may then go on to share knowledge through informal peer to peer mentoring and the benefits spread through the business as a whole and lead to increased productivity, improvement in morale and a highly skilled workforce. 

Although many benefits of coaching and mentoring are identified above and the processes can really benefit an organisation, it is worth noting that to gain these potential benefits an organisation must ensure their approach is correct. Daws (2019) discusses the potential barriers to coaching and how this will not help an organisation to reach its goals. It is important that the correct matches are established between mentors and mentees for example other wise neither party will get the full potential out of the arrangement. It is also important that when an organisation commits to coaching that enough time is allocated to the individual other wise there is a risk of decreased motivation and the employee may see a coaching session as a chore rather than something which benefits them. 
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