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Understand the concepts of coaching and mentoring.

Context
The purpose of this report is to explore the concepts of coaching and mentoring, provide ideas as to how they can be implemented and review the benefits effective coaching and mentoring brings to the organisation.

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

What is Coaching and Mentoring?
Whilst there are differentiations between coaching and mentoring, in practice when used effectively, both can achieve successful outcomes.  However, the success of which is determined by a number of factors including, skills of the individual mentor or coach, the importance of learning and development and culture within the organisation, (APM, 2014).

According to CIPD (2020), coaching is a physical act of supporting others with the aim to improving individual performance focusing on specific skills and objectives an individual wants to achieve.  It also provides people with the opportunity to evaluate their strengths and areas for development.  Coaching is recognised as a skilled activity and as such should be delivered by trained individuals.

Mentoring is different in that it is a form of training, learning and development for supporting and developing people to be the best they can be.  Thus enabling experienced colleagues to share their expertise in supporting the development of an inexperienced member of staff.  Mentoring could be identified as a tool for succession planning whereby an aspiring manager could be mentored by a strategic manager encouraging a sharing and learning culture.

The GROW model as cited in Mindtools (2020) is recognised as a ‘process for developing your people’.  It is a process to assist with structuring coaching and mentoring sessions with colleagues.

GROW - What does it mean?
Think about how you would plan a journey:
· GOAL – decide where you are going
· CURRENT REALITY – where are you now?
· THE OPTIONS – explore the different ways in which you can reach your destination
· WILL – ensure you are committed in making the journey and prepared for potential hurdles you may have to overcome along the way.

This model can enable individuals to improve performance and assist them in reaching their longer-term career objectives.

What are the similarities and differences between coaching and mentoring and is there rational in grouping the two concepts together?

Whilst there are clear differences between coaching and mentoring, both are vital in supporting personal development and engagement.

According to Linkedin (2019), the 5 main differences are:
· Coaching is performance driven with the aim of improving job performance whereas mentoring is development driven to develop an individual both within their current role and for future career opportunities.
· Coaching is task orientated with the focus being on developing the necessary skills to undertake specific tasks whereas mentoring is relationship orientated focussing on a trusting relationship between both parties enabling open dialogue in relation to an individual’s professional and personal life.
· Coaching is for a short period of time whereas mentoring is longer term.
· Responsibility for coaching lies with the Manager who has information to enable employees to perform effectively which guides the coaching.  Whereas Managers have indirect involvement with mentoring by offering suggestions to the employee in how best to utilise the mentor however, the manager has no connection or communication with the mentor.
· Coaching does not require a design and can be conducted immediately on a specific topic whereas mentoring requires a strategic plan determining the match between the employee and the mentor.

The following identifies the similarities between the two concepts, (Habits for Wellbeing, 2021):
· Level of accountability is the same for both being medium to high
· It is important for both parties to be fully committed
· Professional skills required i.e. listening, questioning, feedback, building trust and action planning
· Level for formality can be the same dependant on the intentions.

“A coach has some great questions for your answers; a mentor has some great answers for your questions” Habits for Wellbeing (2021).

Combining both concepts and having effective coaching and mentoring programmes in place can be beneficial to organisations by assisting performance management, preparing and supporting people through change, supporting self-directed learning and development and sharing curated resources, (CIPD, 2020).

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

Having undertaken an evaluation of coaching and mentoring versus counselling, it should firstly be recognised that all concepts provide support for individuals within both their personal and professional lives.  However, as cited in Positive psychology.com (2020) there are distinct differences including the training requirements for each, a coaching agreement is more formal than that of a counselling agreement due to the agreement being conditional through insurance.

Another difference is confidentiality, it is ethical for coaches to maintain confidentiality and under the law, and discussions could be bound by a governing body whereas this is not the case in relation to counselling conversations.

Whilst coaches and counsellors play different roles, building effective working relationships can have positive outcomes for both the employee and organisation.  An example of which being when a coach is engaging with an employee who outlines psychological needs, it would be beneficial to link with the counsellor in providing additional support.

According to Maestro (2019), the main difference between coaching and one to one training is that training is about transferring knowledge while coaching is about enhancing knowledge however, both concepts assist individuals to learn through the use of various tools.  The trainer during one to one training would be leading the session, relaying information to an employee whereas, coaching encourages employees to give the most input.



The main differences as detailed by Maestro (2019) are outlined below:
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The aim of training is for individuals to receive knowledge to be applied within their roles whereas coaching is a way to apply learning in an informed way.

In addition, consideration would need to be given in relation to the cost of the training.  One to one training sessions would result in cost implications including the cost of the facilitator, venue, resources and potential administration costs whereas, informal learning incurs costs in relation to management time etc.

Irrelevant to the type of learning, there are indirect costs of the time employees spend away from work and whether there is a requirement for their post to be covered by temporary staff or overtime, (CIPD, 2020).

According to CIPD (2020), it is vital for organisations to ensure that learning and development is incorporated into the organisational objectives as development of employees is essential for organisational success.

(Positive psychology.com, 2020) also recognises the benefits all three approaches would have in relation to employee’s wellbeing.  Coaching encourages individuals in improving capacity for wellbeing, productivity and achieving their goals.  Mentoring enhances work effectiveness and organisational success due to the effective relationship between colleagues who are aiming for career progression and as such aim to succeed.  The benefits of counselling is creating a trusting and safe space for employees offering a range of approaches enabling individuals to consider their options for the future and gaining professional mental health support.

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

Different types of coaching methods can be used within organisations including formal, informal or a combination of both.  Examples of different types of coaching are detailed below: (Institute of Organisational Development, 2016)
· Career Coaching enables an individual to recognise their career aspirations and consider options to succeed in reaching their objectives whilst ensuring a work life balance.
· Performance Coaching provides individuals with a clear understanding of the requirements to enable them to undertake their roles effectively.  Undertaking a skills analysis to identify any gaps within their performance and opportunities to develop.  Coach’s work with individuals, teams and line managers in undertaking a training needs analysis to ensure individuals have the appropriate skills to fulfil their role and opportunities for continuous professional development.
· Presentation/Communication Skills Coaching helps individuals to understand how they are perceived by others and reasons as to why they are perceived in that way.  Coaches outline how changes to the way in which individuals communicate and their body language can relay messages in a different way and influence others.  The type of coaching required will depend upon the need of the Organisation, Team or Individual which could result in several types of coaching methods being used.

Organisations can explore different types of effective mentoring programs wish according to HR Daily Advisor (2018), may be vital in retaining millennial employees as well as other employees.  Below are examples for consideration:
· One to One Mentoring is conducted over a specific period of time whereby individuals are either matched to or select who they wish to be paired with.  Individuals can adapt the programme to their own needs and have the option as to the location, how often they want to meet and the points of discussion.  As part of a formal one to one programme, organisations may require employees to record their hours, objectives etc. to ensure the effectiveness of the programme.
· Development and Career Mentoring is longer term, whereby Senior Managers consider succession planning within the organisation, identifying aspiring employees and providing them with the opportunity to develop within their career.
· Group Based Mentoring is an opportunity for more than one mentee to be paired with a mentor.  This method can be effective for encouragement and motivation between individuals and also keep each other on track throughout the programme.

Whilst coaching and mentoring have similar outcomes, the approaches of each as outlined above are slightly different.  Both concepts require effective questioning, listening and clarifying skills however, coaching requires a formal trained coach whereas mentoring in usually undertaken by a Senior Manager, (Brighthr, 2021).

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

What role do line manager play in Coaching and Mentoring?
David Clutterbuck Partnership (2018) refers to the crucial role of Line Managers in the development of their staff and identifying coaching and mentoring as two of the most effective ways of supporting and developing employees.

Coaching and Mentoring should be undertaken within a trusting environment and as such the role of Line Managers would be to create a trusting culture where staff feel they can be open and transparent.  Mentoring a direct report would be far more difficult than coaching due to the different issues being related to.  Mentoring relates to career development, over a longer period whereas coaching concentrates on performance with the Line Manager providing direct feedback to the employee.

The following guidelines can be considered by Line Manager to enable effective coaching and mentoring:
· Volunteer to form part of a ‘pool’ of mentors, offering mentoring to other teams within the organisation
· Outline expectations to the team in relation to coaching and mentoring
· Suggest appropriate topics for discussion however, be mindful that the mentor is not obliged to incorporate them into the discussions
· Be appreciative of any information the mentee is willing to share
· Ensure employees have personal development plans and outline how coaching and mentoring can help to achieve their short, medium or long term objectives
· Have an opportunity to explore whether coaching and mentoring is beneficial to your team by undertaking regular reviews.

Coaching (2015), identifies the value of coaching within an organisation and as such believe managers should incorporate coaching within their day to day role. The four main reasons being:
· Essential for achieving overall business objectives
· They get a sense of achievement in helping people develop
· They are curious and generally interested in their employees
· They want to establish effective relationships

A statement for consideration:
‘Always remember the main principle: coaching is about them, not about you’ Coaching (2015).

Assess factors to be considered when implementing coaching and mentoring programmes in organisations.

Prior to implementing coaching and mentoring, organisations need to consider a number of factors including clear rational, budget implications, integration with other learning and development initiatives and how they align to the overall values.  Consider the effectiveness of having a collaborative approach with HR & OD whilst also ensuring equal opportunities for all.

As detailed within CIPD, (2020), coaching and mentoring needs to be incorporated into the overall Organisational Development strategy and thus creating a coaching culture with ‘buy in’ from Strategic Management.  The rational for implementing such programmes should include the effectiveness in relation to performance management, supporting people through change management, encouraging self-directed learning and sharing resources.

When considering the best options of delivery and cost implications, it is recognised that on occasion it may be beneficial to appoint external coaches specifically for those individuals in a Strategic role however, this could be costly to the organisation.  It is often the expectation for line managers incorporate coaching into their day to day activities however, they are often faced with challenges due to the impartiality in the relationship.

Over time the role of HR & OD is evolving with the expectation to demonstrate the competencies in undertaking coaching.  The role of HR includes coaching Senior Managers in solution focused discussions regarding business objectives.

A recent factor for consideration is the impact of the global pandemic which has resulted in individuals being required work in very difficult circumstances.  According to HR Zone, (2020), the role of Mentors is more important than ever in offering support during these unprecedented times.  Consider innovate ways of delivery to avoid developing Zoom fatigue and support individuals wellbeing.

CIPD, (2020) recognises the need for coaching to be considered alongside other learning initiatives and the individuals learning style.  Coaching should be used when determined as the most effective way of supporting an individual to learn and grow and if unsuccessful, alternative interventions should be considered. 

HR & OD play a vital role in implementing a coaching and mentoring programme, undertaking a training needs analysis to identify gaps within the organisation and considering when coaching and mentoring are the most effective intervention.  They also need to have awareness of different approached including the GROW model which has been explained previously within this report, Mindtools (2020).

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.

Assess the potential benefits of coaching and mentoring for coachee/mentee and coach/mentor.

What are the benefits?
It should be recognised that coaching and mentoring is not only beneficial to the individual but also to the coach/mentor and organisation as a whole, Guider (2019).  Below provides an overview of the benefits to both the Mentor/Coach and Mentee/Coachee:

	Competency
	Mentor/Coach
	Mentee/Coachee

	Personal Development

	Increased confidence
	Seeing their mentee succeed
	Engage in difficult conversations

	Feedback
	Ability to deliver constructive feedback
	Accepting constructive feedback as development

	Thinking from a difference perspective
	Discovers new ideas and thought processes
	Discovers new ideas and thought processes

	Career Development

	Promotional opportunities
	
	5 times more likely to achieve promotion, (Guider, 2019)

	Job Satisfaction
	Meaningful role in helping people reach their goals, ‘giving something back’.
	Sense of achievement, higher job satisfaction

	Networking
	Introduction of people who could be aspirational to the Mentee
	Networking opportunities outside of immediate Team

	Mental Health
According to (Good mental health for all, 2021), mentoring is evidenced as a method of supporting mental health within the workplace.

	Self confidence
	Improved confidence in helping people to reach goals
	Positive impact due to the reassurance and support



As noted by Linkedin (2019), Coaching and mentoring when used effectively can bring stability to an organisation whilst incorporating employees into the organisational culture.  This in turn builds resilience, supporting stakeholders in enabling their teams to deal with the ever changing environment.

BrightHR (2019) recognises that when staff engage with learning opportunities, they understand the value they bring to the organisation, whilst gaining confidence both personally and professionally which in the longer term could lead to a strong, workplace culture and as such identify the organisation as a ‘attractive employer’.

The role of HR & OD is to ensure managers and stakeholders understand the benefits and contribution effective coaching and mentoring will have towards individuals, teams and the organisation.  This is specifically important for Senior Managers as they may feel that they already have the required knowledge and skills to undertake their role however, the benefits of which enable them to be fully equipped to apply for promotional opportunities and assist help the organisation in reaching its business objectives.

Assess how coaching and mentoring programmes can support the achievement of organisational objectives.

Effective coaching and mentoring when embedded into the organisational culture and led from a strategic level can support the achievement of organisational objectives.  It is recognised that both individuals and groups have higher levels of engagement, enhance their performance which in turn maximises productivity, Coach Mentoring (2018).

Executive coaching can add value to the organisation in a number of ways:
· Develop interpersonal skills and explore individual behaviours.
· Assume responsibility for their actions
· Develop a culture of trust and personal responsibility both internal and external to the organisation.
· Think and plan strategically and manage risk more effectively
· Develop leadership qualities enabling managers to use their ‘power’ effectively.

If organisations consider coaching and mentoring as a way of developing and enhancing knowledge and skills of their current workforce, this in turn will save money, improve performance and increase productivity.
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Training

¢ Transferring knowledge
¢ Often used in group setting

¢ Frequently off-site or at a special

facility
e Often used for new hires
e Usually structured
e Formal
¢ Depends on telling

* Learning focused

Coaching

¢ Enhancing knowledge or skills
¢ Usually one-on-one
e Usually on-the-job

¢ More often used with experienced

employees
e Usually unstructured
e Informal, conversational
¢ Depends on asking

¢ Development focused




