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Activity 1- Define, compare, and contrast the concepts of coaching and mentoring with an analysis of the key similarities and differences. 
Coaching and mentoring are effective development approaches- employers use them to enhance employee’s skills, knowledge, and performance (CIPD 2020). Due to the complexity/diversity of professional disciplines, methodologies and theories, there is no single definition for either (Renton 2009). 
The CIPD (2020) states coaching aims to produce optimal performance at work through focus on specific skills, goals, and personal attributes. Greene & Grant (2003) also agree with this definition stating coaching is a ‘collaborative, solution-focused, results-orientated systematic process in which the coach facilitates the enhancement of work performance, life experience and personal growth.’ However, Starr (2011) simply defines coaching as ‘a series of conversations, one person has with another.’ Despite varying definitions, there are some agreed coaching characteristics:
· It is a non-directive form of development. 
· It focuses on improving performance/developing an individual.
· They have organisational & individual goals. 
· It is delivered by trained people (CIPD 2020). 
Coaching has been around for as long as the human race- from the earliest days, the more skilled members of society taught the young how to survive and be useful/effective members of society (Performance Coaching International 2017). In 1975 Tim Gallwey wrote ‘The Inner Game (2021) of Tennis: The Ultimate Guide to the Mental Side of Peak Performance.’ This began the use of coaching in sports with coaches supporting athletes to excel in their field. Today, the concepts discussed in this book developed into the GROW model which is used in almost all coaching programmes. First, the coach and coachee needs to decide the Goal and establish what the current Reality is. They need to work together to explore the Options/routes needed to achieve this- once both the coach/coachee are committed and prepared they can begin the ‘journey’ (MindTools 2009). 
Life coaching is becoming increasingly popular due to the importance of well-being and self-development in the workplace. It works with employees helping them understand their goals, self-assess, and identify any challenges that prevent them achieving. It focusses on self-development/reflection and empowerment (Bloom 2018).  
There are several approaches a coach can take- however most use a blend of both directive and non-directive coaching. Directive coaching allows the coach to explain/demonstrate for the coachee to copy and implement. Whereas non-directive coaching enables the coachee to determine their own learning journey as they are encouraged to find their own answers/strategies. The coach should provide advice and guidance rather than direct instruction (BigRock 2019). 
The term ‘mentor’ was first coined around 800BC when a son was supported by a wise old man called ‘Mentor’. Subsequently, this word became associated with the figure of a wise/trusted advisor. It is also linked to the Middle Ages, when mentoring ‘became common practice in the time of the guilds/trade apprenticeships when young people, acquired technical skills from more experienced/established professionals’ (OpenLearn 2019). Today mentoring describes a relationship ‘in which a more experienced colleague shares their knowledge to support the development of an inexperienced staff member’ (CIPD 2020). The mentor’s role is to manage, encourage, nurture, teach and respond to the mentee’s needs.
The OSCAR Model is a 5-stage framework for questions. These are beneficial to use in coaching/mentoring sessions. 
Reverse mentoring is a new concept which involves a young professional coaching a senior manager. This could occur one to one or as a group. 
It is hard to distinguish between coaching and mentoring. Both rely on the coach/mentor to facilitate the individual’s learning and help them take responsibility for their own learning. The table below shows the similarities and differences between them:
	
	Coaching
	Mentoring

	Formality
	More formal due to a contract/ground rules which have been set. 
	Less formal- mentoring is normally an agreement which occurs between 2 parties. 

	Contract
	The relationship between coach and coachee generally lasts for a short set duration- this may even be just a few sessions. 
	Longer term as the period is unspecified and both parties need time to learn about each other and build trust. 
The relationship between mentor/mentee normally runs for 9-12 months.  

	Focus
	Performance focused in the form of structured support designed to develop awareness and the ability to find own solutions. Examples of this include gaining a short-term skill or improved job performance. 
This requires a content expert/coach who is capable of teaching the coachee how to develop skills. 
	Career focused. Mentoring focusses on gaining the right experience for longer-term goals. This is set by the mentee to achieve their desired goals. 
More informal than coaching. 
More relationship based than coaching as the mentee can share issues affecting professional and personal success. 

	Client
	Depends on how coaching is requested but can occur as an individual, team, or organisation. 
It is also dual client as coaching typically focuses on both the needs of the individual and that of the organisation. 
	Mentoring is more single client focused- looking at the needs of the individual. 

	Supervision/Support
	Coaching is more formal. 
It involves asking the client questions and discovering a solution. 
However, both need coaching skills to ensure the process is effective. 
	Mentoring is more informal and involves telling the client solutions to their problems (OpenLearn). 

	Directive/Non-Directive?
	Coaching is performance driven and non-directive. Once the purpose of coaching has been achieved, the coach is no longer needed. 
	Mentoring is development driven and directive. Its purpose is to develop the individual both for their current role and the future. 




Activity 2- Evaluate how coaching and mentoring differ from counselling and one-to-one training. 
The diversity of professional disciplines, methodologies, and theories, means there is no single definition for either coaching or mentoring (Renton 2009). However, workplace counselling can be defined as a ‘employment support intervention usually short term in nature which provides independent, specialist resource for people in all working environments’ (Hughes 2015). It is an important resource for organisations as employees are offered a safe, confidential place to talk with the aim of better understanding themselves. 
The purpose of coaching/mentoring and counselling are significantly different. This is because counselling begins with a problem whereas coaching can begin with an aspiration/goal meaning it focuses on the present and future whereas counselling focuses on the past as well. However, both counselling and coaching aim to help the employee recognise both how they think and feel in certain scenarios (HarleyTherapy 2017). 
Training presents an opportunity for employees to expand their knowledge and progress their careers through learning new skills and increasing their confidence (Hazlegreaves 2019). This initiative would prove useful in the workplace when skills gaps are identified, to improve productivity and to uphold the company’s reputation. Although training and coaching both promote learning, the methods used are very different. Training focuses on teaching specific skills and/or knowledge to groups of employees in a dedicated classroom. This is usually delivered by an external consultant or dedicated internal trainer. Whereas coaching focuses on facilitating someone else’s thinking through on-the-job training and workplace conversations (MS Coaching Academy 2018). Training is tailored to the individual’s needs meaning it is a one-to-one personalised process delivered by an external consultant or manager. Despite these differences the 2 approaches work very well together as coaching helps employees apply what they learn during training into their work (Mark McGuiness 2007). 
Mentoring involves a less experienced individual seeking advice/support from someone more experienced. This occurs on a one-to-one basis meaning that a mentoring relationship is more intimate than a training relationship as trainers are responsible for entire groups of students/employees. Training is often part of a mandatory skills/education programme which is led by a specific internal or external trainer this also contributes to a more impersonal relationship between trainer and trainee. Depending on the industry in which the mentors and trainers work, mentoring is typically longer in duration than training as a training session typically will not last longer than a few weeks (CareerTrend 2017). 
How does well-being relate to coaching, mentoring and other development initiatives? Wellbeing has an impact on all aspects of people’s lives including health, social relationships, and work (GOV.UK). There is evidence to suggest that engagement in learning has a positive effect on people’s wellbeing as it:
· Increases self-esteem. This is because learning new skills, experiencing new things and overcoming challenges helps employees feel good about themselves. With the knowledge gained in development initiatives employee’s will feel more confident in themselves and their abilities meaning they will be able to take on new challenges with confidence.  
· Gives employees a sense of hope and purpose. Development initiatives which result in employees learning new skills and gaining new knowledge contributes to them having a greater sense of purpose and hope for life. This is because of the newfound hope for the future and the opportunities which may arise. 
· Increases ability to cope with stress. When employees are participating in development opportunities such as coaching or mentoring their minds are focused on the present moment- not past experiences or future worries. This is proven to reduce stress and promote mental wellbeing (Mind 2017). 

Activity 3- Explain different types of coaching and mentoring which can be implemented in organisations. 
Coaching can be offered in a variety of situations and environments based on the needs of the employee/s. Due to this, there is a huge number of coaching approaches which can be tailored to the coach’s style, organisational culture, and team needs- this ensures the best possible results. 
Executive coaching (2010) is an ‘efficient, high-impact process that helps high-performing people in leadership roles improve results in ways that are sustained over time.’ This takes the form of a series of one-to-one interactions between a manager/executive and an external coach. The coach serves as a thought partner- helping the client examine and develop their decision-making skills, new ways of thinking and implement the steps needed to achieve the client’s goals. An executive coach may be used in an organisation when:
· A major project needs direction.
· A company is starting up. 
· An organisation is struggling to breakeven/earn a profit and requires guidance. 
· Help is needed to work more efficiently (Houlis). 
Succession coaching does not exclusively target an employee’s promotion to a new role- instead, it encompasses the entire talent development process. This includes identifying talent potential, highlighting development gaps and providing training, development, and coaching opportunities for staff. This enables organisations to build strong leadership channels where they can promote talent internally and succession plan (SIGMA 2020). 
Career coaching is similar to succession planning. The aim is to help employees understand what they want from their current job, their professional goals, the skills needed to achieve them and how they are going to do this. The coach’s role is to support the employee. Organisations can use career coaching:
· When an employee returns to work following long-term leave/sickness.
· Career progression opportunities needs improving in the organisation. 
· To utilise skills and experience within the organisation (Happiful 2021). 
There are many different mentoring approaches which could be used depending on the situation, environment, and culture. Having several different approaches allows an organisation to adapt and tailor their approach to suit the employee/s and the desired outcome. 
What is Reverse Mentoring? When a new/younger member of staff first joins the workplace, they possess skills/expertise, fresh perspectives, and ways of working which can benefit the organisation. It involves this new team member entering a professional friendship with someone more senior- where they exchange this knowledge. Reverse Mentoring recognizes that there are skills gaps on both sides and that each employee can address their weaknesses with the help of colleague’s strengths (MindTools). 
Peer mentoring can be defined as ‘the relationship between people at the same career stage, in which one has more experience than the other and can provide support, knowledge and skills.’ This can occur one-to-one or as a group- contributing to a co-learning environment and most often used during the onboarding process (Art of Mentoring 2015). There are many benefits to peer mentoring including:
· Improved wellbeing for employees. 
· Asset for recruitment. 
· Improved employee retention (AIHR Digital 2020). 
Situational mentoring is a ‘short-term discussion on an issue, problem or challenge’. This discussion is needed to address and overcome hurdles quickly. The mentor’s role throughout is to assist, inspire and encourage the mentee throughout the short period (Career Trend 2011).   They should draw on their own personal experiences and knowledge to do this effectively. 
Activity 4- Provide an assessment of the factors which need to be considered when implementing coaching and mentoring, including the potential role of line managers. 
There are two possible roles a line-manager can play in terms of their organisation’s Learning & Development- the coach/mentor being one of them. Line managers should be both enablers and facilitators- helping employees reach decisions for themselves, providing support and encouragement (FM 2016). This is reinforced by the findings from the CIPD (2020) Learning and Skills at Work survey which found that line managers take the main responsibility for delivering coaching. 
Line managers can also take the role of the key stakeholder in a coaching/mentoring relationship. The role allows the line manager to support the coachee due to their interest in the aims and outcomes for their employee. This ensures the manager can support their colleague both during and beyond the coaching (Causeway Coaching 2019).
Line managers apply coaching as part of their day-to-day activities as it is implemented into performance conversations and one-to-one meetings. However, the CIPD (2020) pose the question ‘how effectively can managers coach their staff, given the power relationship and the need for distance/impartiality in the coaching relationship?’ After considering this question, I constructed the table below which details both the benefits and barriers to line managers acting as a coach in the workplace:
	Benefits 
	Barriers

	Bringing an external coach into an organisation is costly. Incorporating the role of a coach into a line manager’s position can be effective, parsimonious, and cost saving for the organisation (Engage 2019). 
	Resistance is inevitable as it takes all employees out of their comfort zone. Additionally, both the line manager and coachee may feel the sense of hidden agendas- contributing to resistance and a lack of trust. 

	Higher levels of job satisfaction, commitment, and loyalty due to the positive relationship between employee and line manager. In turn this leads to higher performance levels (CIPD). 
	Groupthink- People who work together, adopt the similar ways of working/thinking. This means that they have the same blind spots (Clutterbuck 2012). 

	Coaching (Academy) also accelerates personal growth and development for both the coach and coachee as people learn from each other. 
	Inequality in who receives coaching. The organisation’s equal opportunity policy needs to apply in practice- this ensures equality, diversity and inclusion are achieved when training, coaching and mentoring employees (ACAS).

	
	Many line managers fall into the ‘parent-child’ roles in conversations. 

	
	Time constraints 


The COVID-19 pandemic has resulted in changes to the way we work and interact with each other. The use of digital learning, coaching and mentoring solutions have grown significantly- with focus being placed on engaging experiences that produce meaningful results. Learning through Zoom or similar platforms can be incorporated into organisation’s Learning and Development Framework. However, there has been a step away from ‘traditional’ formal systems such as reverse mentoring, buddy programmes and skill-sharing schemes and a shift towards wellbeing and informal coaching (Robinson 2020). The use of Zoom has allowed employers to conduct ‘check-in’ conversations- allowing employees to offload, discuss their concerns and worries, build resistance, manage stress, and navigate change. The human and emphatic part of the coach/mentor’s role has been vital during this period- helping mentees consider their physical, emotional, and psychological state and contemplating how they can navigate this (Gotian 2020). 
Both line managers and COVID-19 are factors which need to be considered when implementing coach and mentoring, other factors that need to be considered are:
· Costs.
· Resources. 
· Integration with other learning initiatives. 
· The role of HR and L&D.
· Monitoring and Evaluation. 
Activity 5- 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. 
Coaching and mentoring can provide an array of benefits for everyone involved. When conducted in an efficient manner, it provides employees with a way to learn and grow both within the company and along their own career path (Your HR Consultancy 2019). With the assistance of a coach, individuals can set goals and work towards them. This contributes to higher job satisfaction, increased productivity, loyalty, and retention rates (Mouton 2019). 
Coaches and mentors can expand their repertoire of professional knowledge and skills through their instruction and facilitation of others. This provides fulfilment and satisfaction for the mentor/coach as they are helping and contributing to the development of colleagues. This does not only strengthen the coachee/mentee’s skills and knowledge but also encourages renewed ideas and perspectives for the coach/mentor. The overall process builds and strengthens the network of colleagues within the organisation (Corkery 2018). 
The organisation has a role to create an inclusive, diverse, and collaborative environment which demonstrates commitment to staff development and continuous learning- strengthening the organisation’s culture (Corkery 2018). This does not only benefit employees- coaching and mentoring programmes have been found to boost innovation and financial results for the organisation. Lee (2021) states that 87% of Millennials rate development opportunities as important to them in their job- meaning a high-quality learning and development programme assist in attracting candidates to the organisation. Not only this, but effective L&D programmes support employees and encourage them to remain in the organisation-resulting in better business outcomes. 
Learning and development incurs both direct and indirect costs for organisations including the financial costs of content production, external deliverers, and employee time. It is important that the financial costs incurred are measured against the benefits and outcomes gained because of the learning intervention. Developing employee’s skills and knowledge are vital for organisational success. It is vital that all learning interventions are aligned with strategic business objectives and are continually evaluated to ensure maximum return investment (CIPD 2020). However, Grant (2012) argues that financial return investment is an unreliable and insufficient measure of coaching outcomes and over-emphasis on this may restrict coaches’ and organisations’ awareness of the potential full range of outcomes. A successful training programme is measured by effectiveness not just monetary return. One way to do this is by using ‘pre and post training assessments’ which identify how successful the coaching/mentoring session has been. Data mining generates metrics and insights into the effectiveness of training including the time spent on each course and dropout rates (Staron 2018). 
Coaching, mentoring and other learning initiatives are crucial for organisations and their success meaning it is important for businesses to ensure they are getting the worth of their investment. This is a continuous process wherein employees learn and master the skills needed to grow in an organisation meaning results may take time (Staron 2018). 
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