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LO1 

Coaching and mentoring can be described as “effective approaches to developing employees.” 

(Hayden, 2020) It is important to distinguish between the two principles as they are different but can 

be used interchangeably for successful enhancement of employee skills, building confidence and 

improve organisational performance. Many theorists have developed models to underpin the 

psychology and practices behind coaching and mentoring, with both coaching and mentoring being 

based on the belief that people can develop and grow through the support of a coach or mentor. 

(McCarthy, 2014)  

Within my organisation, there is not a formal coaching and mentoring process or policy that includes 

coaching and mentoring as a practice. To discuss thoughts around coaching and mentoring, I met 

with the Head of L&D and L&D Manager, to see how they thought coaching and mentoring could fit 

within the organisation or if this was something the organisation was considering. This was 

evidenced with a follow up email from Kim who is the Head of L&D (EV1). From having this 

conversation, it could be said that even though the organisation does not have a formal policy or 

formal practices in place, there are elements of coaching and mentoring that could be, or are being 

done within supervisions, which are the organisation’s version of 1:1s held with team members by 

their lie managers, once every 6-8 weeks. The Initial Review, Supervision and Annual Performance 

Policy (EV2) includes expectation around supervisions, including objectives and support for the 

individual from the line manager which should usually be done within a face to face meeting. 

However, the policy states “mentoring sessions can be effectively utilised” which eludes to more 

formal mentoring practices, without there being a formal policy to support with this in isolation.  

There is more robust guidance around mentoring within the manager’s induction booklet (EV3), with 

reference to Clutterbuck’s mentoring acronym (2004), which is a good way of introducing mentoring 

to line managers. Again however, there is no formal procedure to encourage this across the 

organisation in the form of a procedure or extended training. It could therefore be lost once the 

initial induction period is over, as there is no ongoing encouragement of coaching and mentoring 

within the organisation. I also noted the guidance mentioned mentoring ‘junior’ employees, which 

isn’t necessarily inclusive as mentoring can be done with colleagues not only more junior, but at any 

level. This introduction could be built on in a more formal way, which is described in LO2. The L&D 

Policy (EV4) is concise and does not reference coaching and mentoring. This could be added or 

included within a section that covers supervision, with reference to coaching and mentoring being a 

practice that could support employees with objectives and growth. I suggested this as it was advised 

that the L&D policy is under review, as in the conversation with L&D. This was supported by the L&D 

team as they value the relationships that can be built with coaching and mentoring practices, 

however there needs to be more buy-in from the organisation to get the principles integrated within 

the business. The buy-in could be improved by including coaching and mentoring within the 

organisation’s strategic priorities, which currently do not include the practices (EV5). Coaching and 

mentoring could support the workforce and organisational development growth strategies, by 

engaging staff and encouraging employees to develop and grow with the support of the 

organisation. Coaching and mentoring does not currently happen at executive level in a formal way, 

however there is an informal ‘co-coaching’ model with other partner organisations within the sector. 

This was also evidenced in the conversation with L&D. If a formal process was implemented, it could 

also support the goal of encouraging the practices across the organisation.  This could be in the form 

of more formal external coaching, at a cost to the business; however, the benefits could outweigh 

the initial cost, whilst developing the leadership team. 
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Even though some elements of coaching and mentoring are covered within the induction and 

supervision processes, I feel the organisation could go further to encourage the practices on a wider 

scale. I feel a coaching and mentoring policy could be introduced with the support of L&D, with 

practices being owned by HR and L&D from a formal perspective, but also responsibility of the 

processes should be owned by employees too. This would ensure integration of the practices 

throughout the business, and not only as a principle led by L&D and/or HR. Coaching and mentoring 

could form a more formal part of appraisal and performance management processes, utilising 

conversations and objectives to encourage growth and development of team members.  
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LO2 

Coaching and mentoring can benefit an organisation in many ways, and many businesses actively 

implement these practices as strategic principles to underpin organisational objectives, as coaching 

and mentoring can help employees to achieve goals and improve motivation. Creating a ‘coaching 

culture’ is prudent to ensuring the success of coaching and mentoring within the workplace as well 

as focussing on who would deliver the practices in more isolated ways, or if the practices would be 

more embedded across the business. (Hayden, 2020)  

The most common way coaching and mentoring is integrated within an organisation is having line 

managers coach and mentor their own teams within everyday activities, such as 1:1’s or appraisal 

conversations relating to performance. However, there can be concerns when a line manager 

directly coaches or mentors a team member as it can be seen as a conflict due to the close 

relationship between the two parties. It is also important to separate coaching and mentoring as two 

separate relationships, that compliment each other but differ greatly. Mentoring a direct employee 

therefore may be more difficult than coaching them, as mentoring involves more long-term 

objectives whereas coaching can be completed more informally on a day-to-day basis. (Clutterbuck, 

2018) 

As in LO1, coaching and mentoring within my organisation is limited and isn’t part of organisational 

objectives in terms of strategic priorities, which could be something to be considered. However, 

mentoring in particular is something that is touched upon within induction and some elements of 

the supervision process which demonstrates that the organisation has considered it, but possibly not 

formally enough. As coaching and mentoring practices aren’t currently implemented in a formal 

way, and are only mentioned at the very beginning of the employee lifecycle, I feel that promoting 

the principles to the organisation could be a good initiative to get more buy-in and understanding of 

what coaching and mentoring is from the employee base as a whole. I have created a poster 

outlining the benefits and how these could support employees, whilst also contributing to business 

objectives (EV6) Even though the organisation currently has a robust supervision process in place, 

with elements of mentoring included, there could be ways to improve the practices. Coaching and 

mentoring could therefore be formalised within the existing supervision programme by including a 

coaching and mentoring evaluation form, which could evaluate both coach and coachee, or mentor 

and mentee, in terms of effectiveness. To support me with putting together the evaluation form, I 

identified an example and looked at how I could adapt to suit my organisation. Landsberg (1996) 

ensured that during coaching, evaluation and feedback was a key part of the relationship between 

two parties, to ensure objectives were met and growth was achieved. I feel that by using an 

evaluation tool based on Landsberg’s 1997 principle of the GROW Model (EV7), coaching and 

mentoring could be integrated within the organisation’s current process of supervision. Also, by 

introducing this into a process that already exists, there is more likelihood of buy-in and success as it 

isn’t creating a completely new initiative that would require a lot of work to integrate or develop.  

To underpin coaching and mentoring practices and ensure they are something everyone is on board 

with, it could also be beneficial for the organisation to consider coaching and mentoring as part of its 

strategic priorities. This would mean that coaching and mentoring practices are encouraged from the 

‘top-down’ with a focus on them from a wider organisational perspective. It could also be beneficial 

for more executive coaching to take place with the senior management team (as this is something 

that currently doesn’t happen, as advised in LO1) and there may be considerations around utilising 

an external provider to coach and mentor individuals around the organisation in future, as a support 

of practices within the business. This is an idea that could be put to senior management and the 

board of trustees, particularly at a time where organisational culture and morale have shifted 
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negatively in light of both the COVID-19 pandemic and poor management structures previously. By 

supporting coaching and mentoring of employees, organisational processes and practices would 

improve as more people would more likely be engaged and have a growth mindset.  

A CMI study showed that When used properly, coaching can be a cost-effective approach to 

development, and can reduce turnover by improving motivation. Integrating the practice can send a 

positive message to employees that the organisation values its staff. However, the study did advise 

that Coaching is most effective when conducted in an atmosphere of trust and respect. (CMI, 2021) 

Therefore, I feel it would be prudent for the organisation to only consider coaching and mentoring 

practices when improvements have been made around organisational culture, as otherwise the 

practices will not work effectively. The organisation is going through restructure and change, with a 

new People and Engagement director being put in post to direct positive culture change through 

better communication and management strategies. Once the organisation is in a steadier state in 

future, coaching and mentoring could be a positive tool to engage and motivate employees.  
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EV7 

 

Objective  Example  What can be done (what choices 
are available)  

Actions  

What are we setting out to achieve 
(long term or short term) 

Assess what the objective is and get 
feedback if needed 

Look at how goal can be achieved 
and think about what this involves 

Plan how to achieve these 
objectives and formalise with a 
timeframe and review 
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