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1.1 Defining and explaining the concepts of coaching and mentoring.
Coaching can be broadly defined as actions and movements from straightforward discussion and supportive input from a coach that help an individual to find solutions, or improve on tasks.
To explain, coaching involves structure and task led activities focussing on interaction causing beneficial change. Often the coach will use particular methods and strategies to bring the best out of the person.
Mentoring can be broadly defined as assistance being given by one person to another which causes progression in knowledge, working ways or thoughts. (Clutterbuck, 2016)
To explain, mentoring involves more of the relationship based between the two parties, the output of each other that get the best result.

The concept of coaching and mentoring is to enable a person to reach their full potential by enabling their ability to its optimum. The enabling concept (or plan of intention) is that they can be unlocked to learn as opposed to being taught directly at. Its concept is focussed on the benefits of enablement for the person and others around them. 
It’s UK more recent historic association has been linked predominantly with sport whereby, for example, often the concept is based on mindset and people achieving their own personal sporting goals whether individual or team.  However, according to Garvey there is evidence very far back of mentoring for example within Homer’s Odyssey where a Goddess takes on the development of a successor to the throne.  (Garvey, 2017) In business and organisational context the concept of coaching and mentoring has been , for an example, as an enabler to encourage people to find workplace solutions to problems themselves as opposed to waiting for someone else to direct them to fix it in an autocratic fashion. The latter approach can be direct and faster in the short term but longer term more enabling of staff indirectly can bring reward and a good, growing culture of self-improvement. 
For example, when we look at models of coaching and mentoring the above concept can be illustrated through the fact that coaching should be more asking not telling. The coach themselves should be more guiding than directing and on occasions not necessarily need to be a subject matter expert but one skilled in encouraging solution and problem solving. 
One coaching model high in popularity is the GROW model (Goal Reality Options Will) which was developed in the 1980’s.
Whitmore (J, 1992)articulates that the GROW model helps to solve problems and achieve goals because it is a solution-focused model. There are four stages to the model as per the acronym, which depend upon the coach to literally enthral and engage the interest of the employee. All stages are defined by an elementary question, or a sequence of questions to help develop people and discover their potential. It is a model for setting goals, solving problems, retaining personal achievement, and capability (Leedham & Parsloe, 2016). (Parsloe, 2016)
Another coaching model is referred to as OSCAR (Outcome Situation Choices Actions Review) which has similar fundamentals of the GROW model within it but has a strong focus on promoting self-insight and awareness. The coach takes a very supportive stance, encouraging the employee to realise their goals through desire. 
With respect to mentoring, models are based on the concept of passing knowledge on and relationship building. Examples can be “reverse” for example where a younger person is asked to advise older persons on technical advance, “self-directed” where an employee takes initiative and seeks a mentor themselves. There is “speed mentoring” where a group meets and information and support is gained from individuals quickly in snapshots. “Peer” is where two colleagues work together sharing knowledge and expertise forming a mutually beneficial relationship. “On-line” is a model whereby the employee has the opportunity to join on-line forums where they have the opportunity to speak to large numbers of people within the same profession. 	
Modern and emerging coaching concepts are built trust and on mutual benefit which is neither directional nor disciplinary. It is not by age or seniority. It does not necessarily require a formal agreement, though it may have one in place. It is taking the time to share wisdom, coach, guide, reflect with, advocate for, and proactively take steps to support the talent surrounding you and in you. Many contemporary businesses for example Chawrae Teg in Wales and the Women’s Equality Network Wales is utilising this modern approach to support women in the workplace to be managers. Prime Cymru is another example of organisations that have supported coaching and mentoring initiatives based on research results concluding benefits. 

1.2 Analysing similarities in, and differences between, coaching and mentoring and evaluating the validity of grouping the two concepts together.

The validity of grouping the two concepts is where we evaluate the likelihood of the working together for the benefit of the person. 
Stephen Covey refers to the 7 Habits of Highly Effective People which are: 
· Habit 1: Be Proactive. ...
· Habit 2: Begin with the End in Mind. ...
· Habit 3: Put First Things First. ...
· Habit 4: Think Win/Win. ...
· Habit 5: Seek First to Understand, Then to Be Understood. ...
· Habit 6: Synergize.
· Habit 7: Sharpening the saw (renewal and continual improvement). (Covey, 2017)

Coaching and mentoring concepts working together can result in highly effective people by enabling them to be more effective. However despite similarities they are slightly different but can be used in unison:
On analysing coaching and mentoring the similarities are that they both entail time boundaries as opposed to being never ending. This time would involve a series of meetings and sessions as opposed to being one off. They are also similar in that they both support a person’s development. They are also similar in that a relationship has to form between one person and another. They are also similar in that this relationship whether coach or mentor has to be good for it to be successful. They are also similar on that both concepts can be integrated within learning and development programs. They can also both be sourced internally or externally
The differences between them are that coaching is more of a skill and mentoring is more about imparting knowledge, experience and expertise. 
A coach for example can be involved for as long as is needed until the skill is imparted. The need is task based and often targeted into certain areas for example coach someone on how to chair a meeting properly. This would improve the person’s performance, respect and general confidence. Once accomplished the coach would no longer be needed for this performance driven task in this particular role and moment.
Mentoring is different in that it is longer as the relationship requires more depth to achieve outcomes. Rapport has to be built leading to trust. This is needed so that the person can share with their mentor what could be holding them back from success. This key difference from coaching is that mentoring extends further than immediate tasks and is development driven. 
Often areas are explored external to work for example home life, confidence status, personal challenges. These areas are visited to establish any influences. This difference also creates another in that mentoring can assist a person in both the current and future roles not just the one they currently hold.


1.2 Evaluate how coaching and mentoring differ from counselling and from one-to-one training. (Explain the contexts in which these initiatives would prove useful).

Many workplaces offer a counselling service or a referral to one. This may initially sound similar to coaching and mentoring but it is different down to the core issue. Counselling is intervention when a person needs support with resolution to a problem they hold such as mental health issues, addiction, trauma, unresolved past issues connected with abuse. Counselling is therapeutic, it does indeed involve listening, enabling and guidance but it is there to assist in easing and prevention of medical symptoms. The context in which it would prove useful would be when a person experiences flashbacks through PTSD in work or has developed a drug or alcohol dependency that is impacting on work. The strengths of this are that the employer is being socially responsible and promoting equality and diversity. Another further strength is that it can lead to retention of a much valued employee. It can reduce time off work and promote a team and family culture. Weaknesses are that counselling often is a time commitment, lengthy and can be a cost. It also offers no guarantees. 
One to one training is more about transferring knowledge from one person to another as opposed to enabling a person to self-develop. Such training initiatives are good for example when induction training has to be delivered or on the job sector specific training. Its strengths are that it can be very targeted, you can capture the person’s attention, they have opportunities to ask questions and that it often “ticks a mandatory box” Coaching and mentoring is more about enablement and a holistic view of the needs of the employee. One to one training can also be useful if the person has any special needs or learning disabilities. 
All of the concepts can impact on a person’s wellbeing and their happiness in work. They are all tools that can be used in unison and harmony or as standalone solutions. With respect to return on investment (ROI) it can be said that little research has been undertaken in that research carried out by “Personnel today” related that 67% of organisations do not measure their ROI from coaching. (Today, 2008)Many organisations do measure how much one to one training has been given in the form of hours and outcomes e.g. how many people put through inductions. Elizabeth Mullins within the “Manchester Review” refers to the work done in 2001 from a Manchester Consultancy in America which looked at 100 executives from 100 companies. The consultancy took outcomes and success measurements and compared them at the end with the extent to which behaviours had changed. Their results concluded a five fold return from coaching and mentoring. (Today, 2008)


2.1 Explain 3 different types of coaching and 3 different types of mentoring which can be implemented within organisations.
There are many types of coaching and here are three explained examples:
1. Executive coaching focusses on assisting senior employees within an organisation to improve their leadership and personal performance. It is usually facilitated by an external coach. To explain executive coaching enables the more senior employee to have time and a safe space to consider issues and come up possibly with new ideas that will benefit the organisation. 
2. Leadership coaching is aimed at assisting leaders to improve their leadership capabilities. The coach often has previous experience and a similar background of seniority. To explain this therefore relates to the issues that can impact on someone in a senior leadership position. 
3. Career Coaching is targeted on the individual’s career development. The coach is likely to draw upon mentoring, and may use personality profiling and psychometric tools. To explain this is to help the individual get insight into their career pathways and how their personality impacts on their career path. 

Again there are many types of mentoring and here are three explained examples: 
Peer mentoring involves employees of a similar age and experience level mentoring each other. They form a formal support system. To explain, they develop and learn together as equals, and support each other. They often share accountability for outcomes, for example results of their work or insights. 
‍
Group Mentoring, to explain has one mentor working with numerous employees in the group. Group mentoring favourably impacts on more employees at a given time; promoting inclusion and to explain further; optimising the impact. It also helps improve teamwork skills.
‍‍‍
Virtual Mentoring is very topical in 2021. To explain this is due to COVID and remote and home working becoming more common and necessary. This form of mentoring is one that businesses can utilise more easily as employees have become more skilled at virtual mediums. There is also virtual mentoring software that can be used. 

2.2 Evaluate the role of line managers within coaching and mentoring.
The role of line managers within the coaching and mentoring circle is to show leadership, management and coaching. Clutterbuck refers to this triage multi-dimensional approach that’s required for success. (Clutterbuck, 2016) In evaluating the role there can be pros and cons.
The benefits of the line manager having the role are that they can champion the end vision, be a role model themselves and inspire and motivate the team members. They need to engage with their team members who need coaching and mentoring and discuss how delivery will lead to development. Rapport may already be there from being line manager and that can be quickly built upon and benefits felt such as those mentioned by Landsberg. (M, 2015)They can often pull the strings on providing the resource needed in the form of planning, training, appraisals, feedback, basing the journey on plan, do, check and act for the benefits of individuals and the overall team and further organisation. (M, 2015)
	
 
2.3 Assess factors to be considered when implementing coaching and mentoring programmes in organisations. Your assessment should also include considerations around operating during a pandemic.
Factors to be considered are:
· How your coaching and mentoring program will fit into other learning and development initiatives. In assessing this area there will have to be consideration surrounding the people able to deliver the strategy and how it will dovetail to other initiatives and whether the others will suffer or be enhanced. Some priority order will probably be needed to ensure balance and opportunity. Measurable KPI’s will need considering. There may be the need for a framework to be constructed to determine objectives and policies and procedures. 
· How your candidates are being identified to ensure fairness
· Whether the resource should be sought internally or externally; informal or formal. The advantages and disadvantages of each should be assessed. For example if internally chosen , will they need training themselves. 
· Costs and timescales. How much will this cost the organisation, assessing both obvious and hidden costs.
· The impacts of Legislation, codes of practice, ethics and confidentiality. How much will these be impacted and at what cost and time. 
· The impact of beliefs and principles held by the organisation and individuals – how will people and the organisation commit.
· Mediums and platforms, tools and software that can be used (particularly in light of the pandemic) These will need exploring and deciding upon and may come with a training need or IT requirement. 

3.1 Assess the potential benefits of coaching and mentoring for coachee/mentee and coach/mentor.
For the individual being coached and mentored they can potentially benefit from support and encouragement and knowledge and expertise. They can then achieve more, increase their skills. This development can not only assist them in their current role but also in future roles. 
Coaching and mentoring can provide them with a safe working relationship with their coach on a deeper level than other colleagues. They can gain potential insight into their behaviours to self improve. 
It can assist in promoting their engagement in work and this potentially lead to their retention. Retention can potentially lead to their perception of security and increase wellbeing. 
Confidence can be increased and especially the ability to communicate better. An individual’s talent can be released fully which can lead to more productivity and commitment. 
There are benefits to being a coach and mentor. Relationships with employees can be strengthened and enriched. Being a coach and mentor can help to mitigate problems sooner rather than later through the insight gained from mentoring. Coaching and mentoring builds loyalty and trust and you can find that employees will be more engaged, determined and focussed on self-improvement. It can be very rewarding and can be a learning opportunity for the coach as perceptions, ideas and working ways as a few are shared. You can help and develop others and pass knowledge and expertise on. It can enhance a sense of purpose in the workplace.

3.2 Assess how coaching and mentoring programmes can support the achievement of organisational objectives.
In supporting organisational objectives the benefits to the organisation of coaching and mentoring are that it can have a significant impact firstly upon recruitment and retention as employees remain engaged due to feeling valued and being developed. Areas such as performance management can be optimised and delivered well.
Other recruitment and retention objectives can be met through coaching and mentoring for example providing for effective succession planning. Equal opportunity and diversity can be promoted and embedded through successful inclusive coaching and mentoring programmes. 
Upskilling in areas such as management skills, team building, leadership, delivery of redundancy or consultation packages can all support organisational objectives. 
Employees are encouraged to self-learn and reflect and there can be sharing of knowledge which can impact wider through the organisation.
Coaching and mentoring can assist in Change Management objectives through enabling individuals to adapt to change leading to increased productivity through better engagement and job satisfaction. The same can be said for rapid implementation of new projects. 
Other stakeholders such as HR can be supported as their policies and procedures can be underpinned. Organisational objectives surrounding external stakeholders such as customers and suppliers can also be achieved invariably through better interactions and communications as a result of coaching and mentoring employees and managers.  
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