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1.0 [bookmark: _Toc134375159]Introduction 

This report will examine and seek to define coaching and mentoring in an organisational context before moving on to the similarities and differences between both. Then exploring the knowledge, skills, attributes and behaviours required to be an effective mentor before finally critically assessing two formal mentoring models, we will critically assess Biggs's Presage-Process-Product Model and Whitmore's GROW model.
[bookmark: _Toc134375160]2.0 Coaching And Mentoring Definitions

[bookmark: _Toc134375161]2.1 What Is Coaching – Definition
Research suggests (Hayden, 2021) that professional coaches have different opinions when providing a definitive definition of coaching; however, there appears to be a mutual agreement on the required coaching attributes. Briefly, coaching relates to the performance and development of employees in the workplace with a specific focus on achieving organisational and personal goals within a specified timeframe; improved self-confidence and social skills are a byproduct of coaching.
In addition, according to Côté and Gilbert (2009), the current definition of coaching evolved from the research of various disciplines; leadership, athletics, motivation, and education (J. Richard Hackman & Wageman, 2005), (Lyle & Cushion, 2017, p. 96), (Mageau & Vallerand, 2003), (Lofthouse, 2018). As a result, Côté and Gilbert (2009) acknowledge that there is still no consistent definition of coaching and no definitive list of coaching skills; however, their research into coaching has extrapolated the following three commonalities.

[bookmark: _Toc134375162]2.1.1 Knowledge
Anderson et al. (1999; as cited in Côté and Gilbert, 2009) attempt to define knowledge to encompass the complexities of coaching, resulting in two components; 

Firstly, descriptive knowledge (Carl, 2014) is explicit in nature, for instance, providing organisational information, processes, terminology and culture; typically, when onboarding an employee is an example of descriptive knowledge, it is easily transmittable and recordable. 

Secondly, performative knowledge (Stanley & Williamson, 2001) is the understanding of 'how' to do something, gained by practising what one has learnt, becoming implicit knowledge.

[bookmark: _Toc134375163]2.1.2 Outcomes
Côté and Gilbert (2009) propose that coaching should be transformative to the coachees' organisational performance but may also positively affect the coachees' self-esteem and happiness; to clarify, 'outcomes' reflect the positive changes to the coachees' performance attitudes and behaviours. 
Additionally, Stec (2012, as cited in Stokes et al. 2020) asserts that effective coaching requires the coach to push the coachee past their comfort zone to elevate their performance beyond their current level. 
[bookmark: _Toc134375164]2.1.3 Context
According to Côté and Gilbert (2009), when applying a coaching model or process, it is imperative to consider the context; Rosha & Lace (2016) propose the context of organisational change; change is considered a catalyst for organisational development, organisations must be able to manage change whilst responding to a variety of challenges. Coaching is a process of assisting employees through times of transition to achieve organisational goals and promote personal development.
Additionally, Côté and Gilbert (2009) recommend establishing the coachees' current development level, identification of the organisational and personal goals, along with the coachees' demographic characteristics (Bakotić, 2021), learning styles and needs (Kolb, 1984/2015), (Mumford, 1997), (Fleming, 2001).
[bookmark: _Toc134375165]2.2 Summary

As mentioned in the research above, defining coaching has proved problematic for several decades across all industries and disciplines. It is therefore suggested that rather than attempting to define coaching precisely, one should perhaps conclude that all definitions are, in fact, correct and that the practice of coaching should proceed with the knowledge that coaching is a broad term for the short-term development of another in line with a set of goals and that the practical application is reliant on consideration of context. 
[bookmark: _Toc134375166]2.3 What Is Mentoring – Definition

Research suggests (Carruthers, 1994; Murray, 1991, as cited in Livingstone, 2010); (Byars-Winston & Dahlberg, 2019) that the word 'mentor' is routed in Greek Mythology, the majority of literature studied refers to the poem Homer's Odyssey, when attempting to define the term mentor Garvey et al. 2018 as cited in Stokes et al. (2020)
Predominant evidence (ICC, 2017); (Serrat, 2017); (Klofsten and Öberg, 2012); (Stokes et al., 2020); (Sambunjak & Marušić, 2009); (McCluskey et al., 2004) suggests that the character in the poem 'Mentor' possesses the skills and behaviours of what one would expect of a mentor, for example, advisor, teacher, guide, and educator; this word has likely been idealised over time and now used as a modern definition of a mentor and mentoring. 
Defining mentoring is challenging; scholars and practitioners (Klofsten and Öberg, 2012); (Byars-Winston & Dahlberg, 2019); (Clutterbuck, 2008, as cited in Stokes et al. 2020) often define coaching and mentoring by exploring and describing what is not, such as therapy, counselling, consultancy, and training. Meyer and Fourie's (2004; as cited in Mavuso, 2007) research suggests; that mentoring is a triadic relationship between the manager, the mentor and the mentee, but that the mentor is usually independent with a focus on developing the mentee's skills over a long-term period, outside of the mentee's usually working hours. 

Additionally, according to the research (Hussey and Campbell-Meier, 2020), there is commonly a gap between the explicit and tacit knowledge required in the workplace and the theoretical knowledge acquired through academia. Organisations utilise mentoring to provide novice professionals with the appropriate skills and information required in the workplace (Vikaraman et al., 2017).
Similarly, Martinez (2014, as cited in Hussey and Campbell-Meier, 2020) asserts that "the goal of mentoring is to encourage positive growth in the young adult." However, it is essential to note that a mentee can be of any age (Helser, 2021). 
Furthermore, Hussey and Campbell-Meier (2020) define mentoring as an "employee training system" in which the mentor (typically an experienced senior) acts as an advisor, counsellor, or guide while also offering "feedback and support" to the mentee. 
Additionally, Hayden (2021) defines mentoring as a long-term relationship between an experienced professional who shares their knowledge to support the development of an inexperienced employee; however, knowledge sharing is common and often results in reciprocal learning.
In the same vein, Hussey and Campbell-Meier's (2020) research suggests that mentoring is a "mutually informative relationship" where both the mentor and mentee actively engage in dialogue, sharing knowledge and facilitating personal and professional development.
[bookmark: _Toc134375167]2.3.1 Attributes 
Coaching typically focuses on performance in a particular area of one's life or work, while mentoring is aligned with holistic growth and professional advancement (Clutterbuck, 2008; as cited in Stokes et al., 2020)
Additionally, Livingstone (2010) claims that mentoring is a complex process of self-growth that takes place inside transformational professional relationships; studies agree (Davies & Gibbs, 2011); (Arocho & Johnson, 2022) that mentoring is less connected to job performance and a specific organisation. Instead, it focuses on assisting the mentee to acquire knowledge and insight into their career. Mentoring focuses on overall development and does not necessarily connect to organisational objectives (Hussey and Campbell-Meier, 2020).
Furthermore, according to Hussey and Campbell-Meier (2020), a mentor may not know all the answers, but they can provide an informed opinion; mentoring is a safe space for the mentee to explore thoughts, and the mentor provides non-judgemental constructive feedback, which provides the mentee with an opportunity to learn; however, it is up to the mentee if they wish to enact on the mentors' advice. 
[bookmark: _Toc134375168]2.4 Summary

As the research points out, it has been difficult for scholars and practitioners to agree on exact and succinct definitions. We agree with all definitions mentioned thus far and suggest that the application of coaching and mentoring will define its meaning. However, it is evident from the research that all definitions recognise the importance of solid relationships, and this is examined further in the next section.
[bookmark: _Hlk127372958][bookmark: _Toc134375169]3.0 Explain The Similarities And Differences Of Coaching And Mentoring Within An Organisational Context.

[bookmark: _Toc134375170]3.1 Introduction

Coaching and mentoring are as similar as they are different and often used synonymously; however, using these terms interchangeably is detrimental to the recipient as each practice intends to provide a specific focus for a specific reason, combining the use and understanding of coaching and mentoring does not recognise their differences and leads to poor application and confusion (Stokes et al., 2020). 

See Appendix 1 for an illustration of the proposed differences between the two disciplines.

[bookmark: _Toc134375171]3.2 History

According to Stec (2012 as cited in Stokes et al. 2020), before implementing coaching in the workplace, it is proven beneficial to organisations to have a basic understanding and brief knowledge of the history of coaching and how the use of the word has evolved. Furthermore, Stec's (2012 as cited in Stokes et al. 2020) research suggests that historically, coaching is referred to firstly in academia, enabling academic achievement, then later in sports providing accelerated improvement to one's performance. More recently, coaching has been considered a 'human process', primarily focusing on the coachee's development and growth. 

In the same vein, Klofsten and Öberg (2012) propose that the suitability of either coaching or mentoring depends on the intended application and that coaching and mentoring are activities that support one another. Coaching focuses on a specific outcome, where the coach provides the coachee with guidance, enabling the coachee to realise their own solutions. Whereas a mentor will suggest solutions based on their experience of what has worked well previously, they may also provide advice and guidance to the mentee; however, this may not be explicitly related to the outcome.

Furthermore, Stokes et al. (2020) support this view, proposing that coaching is typically associated with a shorter-term focus on performance, with the coach facilitating the procedure as opposed to being a subject matter expert. In contrast, mentoring is a long-term arrangement where the mentor has extensive practical knowledge and expertise specifically related to the mentees' environment; Hussey and Campbell-Meier, (2020) argue that mentoring contributes to professional development significantly.  
[bookmark: _Toc134375172]3.3 Clarity
Scholars and practitioners (Megginson et al., 2006; Côté and Gilbert, 2009; Klofsten and Öberg, 2012; Serrat, 2017; Hussey and Campbell-Meier, 2020; Hayden, 2021) define coaching and mentoring by exploring and describing what it is not, i.e. therapy, counselling, consultancy, and training.
However, in an attempt to clarify and define coaching and mentoring, Stokes et al.(2020) provide a 'contextual framework' (Appendix 2); the framework details the differences between the two; however, the authors recognise these are closely related and, therefore present challenges in hypothetically extricating the differences. 
Additionally, Stokes et al. (2020) argue that when presented with organisational challenges and considering the context of the situation, practitioners are likely to utilise both coaching and mentoring to facilitate employee and organisational improvements.
[bookmark: _Toc134375173]3.4 Summary
We agree there is a significant crossover of a coach's skills to that of a mentor; however, Megginson and Clutterbuck (2005) propose that a mentor is expected to carry out roles that a coach cannot, such as the role of a counsellor; they suggest that this is neither relevant nor appropriate for a coach. They theorise that this crossover is why defining either is troublesome, and the overlap of skills required in each discipline exacerbates the issue.



[bookmark: _Toc134375174]4.0 Critically explore the knowledge, skills, attitude and behaviours needed by an effective workplace mentor.

[bookmark: _Toc134375175]4.1 Introduction
The opportunity to adopt mentoring as an organisational best practice is prevalent for success; the necessity for ongoing learning has never been greater than it is in the competitive organisational culture of today. At the same time, there is a greater need for interpersonal relationships. As a result, mentoring can combine learning with the human need for connection; people can better develop their capabilities and keep their organisations relevant and successful (Zachary & Koestenbaum, 2011).
Moreover, according to Rolfe (2012/2020), the professional and personal development of the mentee are the main objectives of workplace mentoring. However, mentors claim that through helping others, they develop as leaders, communicate better, and improve their professional skills. Additionally, some management development programmes require employees to mentor others as part of their professional development process.
Let us turn now to the knowledge, skills, attitude and behaviours required as an effective mentor; the available literature provides a plethora of information. However, there is no agreed list of competencies; we have provided details of the most common occurrences below.

[bookmark: _Toc134375176]4.2 Knowledge Of An Effective Mentor 

Lawrence (2008) suggests mentors should be in a senior position as they will carry crucial insight and knowledge. Similarly, Alred et al. (1998) point out that an effective mentor will have relevant tacit and explicit knowledge and experience; this means the mentor will understand the organisation, its culture, history and best practices; this is crucial information for the mentee to align to the organisation and provides a sound basis for success.
Additionally, Hamlin and Sage's (2011) comparative study of mentoring (Kram's, 1985, "two-function and Cull's, 2006, "pulling and pushing") found that a mentor shares knowledge and expertise through disclosing personal experiences, situations and challenges; these can encourage the mentee to push outside of their comfort zone, question their beliefs and enhance their learning potential. 
We agree with the findings above that a mentor should have relevant industry knowledge; for example, if the mentee works in construction, one would expect the mentor to have experience in this area. Within the ONS, there are several disciplines; one area is operational delivery; the ONS provides resources and access to mentors operating in this discipline as they recognise the value of relevant knowledge sharing.

[bookmark: _Toc134375177]4.3 Skills Of An Effective Mentor

[bookmark: _Toc134375178]4.3.1 The Right Conversation 
Zachary & Fischler (2014) propose that mentoring succeeds only with the right conversations, using open questions. They suggest there are five levels of a conversation (Appendix 3), and understanding how the conversation develops is crucial to developing a healthy relationship built on trust and honesty. The first level is a monologue, which is not so much a conversation but more 'storytelling'; this type of 'conversation' is not conducive to building trust, which develops through level five dialogue, 'transformational'; this is where mutual learning takes place, and conversations are open.
Similarly, Glaser (2014/2016) has also developed a conversational tool (Appendix 4) suggesting three levels of conversations; However, there are only three levels presented; the third level is also entitled 'transformational' and suggests this is where the intention is to co-create and explore each other's perspectives leading to innovation.  
Although these tools differ in content and complexity, we agree they are similar in recognising that trust is built when the right conversations occur, as Zachary & Fischler (2014) mentioned. Therefore, the research suggests that conversations between mentors and mentees are crucial to the overall success of the relationship.
Furthermore, the ONS actively encourage conversations that transcend organisational hierarchy as they recognise the importance of communication and the value they bring to collaborative working environments. Additionally, a recent exercise looking at lessons learnt has confirmed that employees value being included in organisational conversations and decisions, further supporting the above evidence.
[bookmark: _Toc134375179]4.3.2 Have Patience 
Patience is another critical skill that effective mentors exhibit (Dunnington, 1996); however, Roll (2015) suggests that there are times during the mentoring relationship when the mentor may feel frustrated, annoyed and confused, just like in any relationship; though, effective mentors can overcome this by exercising patience. 
Argandoña's (2019) research on patience suggests that employing this skill in the workplace enhances creativity, strengthens collaboration and increases productivity. However, according to Stone (2014), impatience should not be viewed as unfavourable; generally derived from having too many choices and the potential to rush important decisions, Stone (2014) suggests it can be motivational in achieving ones to goals. 
Furthermore, Argandoña (2019) proposes that to become patient; one must take time to understand the situation and analyse potential outcomes, thus identifying the root cause and enabling initial problem-solving conversations. Analysing promotes learning, growth and development for the mentor and mentee and may identify unexpected positive outcomes. 
For instance, Argandoña (2019) explains how Bill Gates, the CEO and founder of the Microsoft Corporation, retreats twice a year with the sole purpose of 'thinking'; as a result of one of his earliest retreats, Internet Explorer (Microsoft Corporation, 2019) was created forever altering the way we use the internet.
[bookmark: _Toc134375180]4.3.3 Build Rapport
As previously established effective conversations are pivotal to developing the mentor-to-mentee relationship, Chomsky (as cited in Mcleod, 2003/2006) suggests using neuro-linguistic programming (NLP), using transformational grammar to encourage and enable a person to have more conscious awareness. However, Mcleod, 2003/2006 raises concerns about using NLP, suggesting that a mentor could manipulate a mentee; NLP should only be employed with prior consent.
Neuroscientist McEwen (as cited in Glaser, 2014/2016) supposes oxytocin encourages social interaction and communication, which is a phenomenon that increases with trust—explaining that the prefrontal cortex (the more developed brain), along with the amygdala (located in the primitive brain), observes to determine whether the interaction will be beneficial or disciplining. The prefrontal cortex and the amygdala work together to determine if they can be open and trusting; if the interaction is negative, one would feel hostile and untrusting, prompting apprehension and the adoption of protective behaviours.
Therefore, it is essential to build rapport; Hasson (as cited in Glaser, 2014/2016) investigates how the brain functions during social interactions. His research shows that the speakers' and listeners' brains exhibit the same activation patterns during successful communication.
Furthermore, according to Glaser (2014/2016), brain neuroscientific studies demonstrate how significant levels of trust arise when our hearts are in tune with those of others and that conversations cause physiological and psychological changes in the brain that either open you up to a healthy, trusting conversation or close you off. 
[bookmark: _Toc134375181]4.3.4 Active Listening 
Additionally, Davies & Gibbs (2011) propose that a mentor should practise active listening, which involves paying attention to the mentee's words, body language, tone of voice, eye contact, and behaviour. They suggest that giving effective feedback is a crucial part of a mentor's job; feedback is a technique that allows a mentee to improve on poor performance and promotes high performance. It helps the mentee identify their blind spots so they can develop professionally. Feedback must be constructive and solution-oriented, providing both positives and negatives; the mentee should be encouraged to develop their methods for dealing with problem areas.
[bookmark: _Toc134375182]4.4 Body Language And Vocabulary Matching
According to Williams (2004), data from their Randomized Controlled Trials found that matching vocabulary leads to an overall perception of acceptance and satisfaction; Although the trial was between a doctor and a patient, there is indisputable proof the same advantages apply between a mentor and mentee. 
For instance, if a person who perceives themselves at a lower social or educational standard (a mentee) converses with someone they perceive to be of a higher standard (a mentor), they may feel inadequate, but if the mentor matches the mentee's vocabulary, this could lead to a more beneficial outcome as the mentee feels understood and equal.
In addition, Wallace and Gravells (2005/2007) suggest that matching body language can enable a relaxed and open conversation; however, it is essential to note that this must be authentic; a mentee is likely to recognise one of these techniques if they are not genuine, which could lead to a feeling of manipulation and mistrust, the opposite effect of the desired outcome.
Furthermore, empathy is essential to the mentoring process; thus, a mentor must learn to see things from their mentee's perspective and understand their feelings, again NLP could assist in this area with a technique called matching and mirroring, a strategy NLP advocates to improve rapport and empathy in relationships. It entails modifying one's own verbal and nonverbal communication. (Davies & Gibbs, 2011)
[bookmark: _Toc134375183]4.5 Summary

We agree with these findings and provide a workplace example; within the ONS, how working relationships develop through conversation is understood. 
Team activities are encouraged, with several collaborative spaces available to bring colleagues together; these spaces enable close working and collaboration as they are fitted with technology, ensuring they are inclusive to colleagues physically and virtually present; however, following feedback, it has been established that colleagues attending in person feel more connected and trusting of their colleagues. 
Providing the above techniques and skills are applied with the explicit agreement of both parties, we agree they can strengthen and benefit relationships, build trust and facilitate achieving one's goals. 
During induction, the ONS provide every employee with access to a psychometric evaluation; the results provide the employee with a deeper understanding of their personality type but also suggest how they can constructively work with their opposite type; this is similar to the above suggestion of NLP and matching and mirroring. However, we suggest that these techniques are used cautiously and applied appropriately.

[bookmark: _Toc134375184]4.6 Attitudes And Behaviours Of An Effective Mentor

According to Van Beek (2022), trust is the most crucial factor in any relationship; in a mentoring relationship, developing trust provides a secure environment free from criticism or pressure for the mentee to explore. 
Furthermore, the attitude and behaviour of a mentor are essential in building a healthy relationship with the mentee; Hart (2009, pp. 17–28) suggests a mentor should be honest and open; sharing personal and professional successes and failures can normalise situations and demonstrate potential outcomes. However,  Hart (2009, pp. 17–28) warns against oversharing, stating that 'stories' should be purposeful and beneficial to the mentee; this behaviour encourages trust within the relationship. 
Additionally, a mentor is likely to be in an authoritative and senior position, creating a power differential; Hart (2009, pp. 17–28) suggests this could lead to a mentee having unrealistic expectations of a mentor; this is mitigated by encouraging the mentee to take the lead on setting boundaries and aiming to influence the mentee with sound advice by working in collaboration to achieve goals. 
Research from By et al. (2020) explored how mentoring influences job satisfaction, employing a non-statistical method, using a Likert (1967, p. 64) rating table to collect responses 1-5, 1 strongly disagree to 5 strongly agree to measure mentoring and job satisfaction and performance goals.
In agreement with the above, Stoner, Freeman & Gilbert (1995; as cited in By et al., 2020) suggest that effective leaders enable clear paths for employees to achieve; they proffer several benefits of mentoring that are responsible for increased satisfaction and performance; namely, mentoring enhances career commitment by achieving promotions into management positions, obtaining carer goals, and increasing productivity, self-esteem and self-confidence, and prevents absenteeism and reduces turnover and career plateaus. 

[bookmark: _Toc134375185]4.6.1 Well-being
According to Rolfe (2012/2020), organisations are beginning to recognise the value of connections and communication in lowering stress, and workplace wellness is receiving much more attention. In order to promote growth in the regions of the brain that are essential for mental health, neuroscientists are developing techniques for establishing and improving neural networks (Erickson et al., 2014). 
Furthermore, research suggests that directly providing or seeing assistance given to another person triggers the release of dopamine (Ritvo, 2014); these interactions, relationship-building and mentoring positively impact well-being and increase organisational productivity. 
Additionally, Hamlin and Sage (2011) point out that there is limited empirical research into the implications of negative mentoring; they theorise this may be due to the mentor and mentee initially being strangers and the associated difficulties of crafting a new relationship or that the mentor does not fulfil the expectations of the mentee.
As suggested above, research into workplace well-being is still relatively new, and we suggest that this would benefit from further investigation. Despite this, several organisations, including the ONS, now provide their employees with access to rest areas, such as meditation or prayer rooms and quiet working spaces; the ONS also provides soundproofed, quiet booths where one can work alone if required.
[bookmark: _Toc134375186]4.6.2 Reflection
Learning from mistakes is an integral part of learning; Rolfe (2012/2020) suggests that organisations that allow time for reflection omit the fear and guilt of mistakes, instead enabling reflection and learning. 
For example, the ONS hold regular sessions at the end of delivery phases and project completions, thus allowing the teams to come together and discuss what went well and what did not, often referred to as 'retrospectives' or 'lessons learned' (Axelos Limited, 2015). However, it is vital to record and review any lessons learnt before embarking on the next phase, taking forward best practices and avoiding repeating undesirable outcomes. 
Furthermore, a tool utilised in organisations is the 70:20:10 model (The Centre for Creative Leadership (CCL); as cited in Rolfe, 2012/2020), predominantly a learning model, but where mentoring is seen in all three ratios. 
Briefly, 10% of professional learning is recommended as a formal course; a mentor could assist the mentee in deciding upon the most suitable course, perhaps aligned to the mentee's career path. 
20% is learned from peers and colleagues through networking, communities of practice and show and tell, and a mentor appears to fit in this category quite easily. 
70% is 'learning by doing'; most learning is experienced in a hands-on environment, making mistakes and overcoming challenges. 
Although the role of a mentor appears to be best suited to the 20% portion of this model, it is essential to recognise that a mentor will provide guidance and advice, proving invaluable in each learning tier (Rolfe, 2012/2020).
A comprehensive study of behaviours conducted by Hamlin and Sage (2011) provides consensus by Cranwell-Wardetal, 2004; McDowall-Long, 2004; Cull, 2006; Audet, 2007; as cited in Hamlin and Sage (2011), that in order for mentors to be seen as effective by their mentees, they must excel at arranging and managing the mentoring meetings, sharing appropriate knowledge and expertise and enabling the mentee to challenge their perceptions enabling the development of self-awareness and confidence.
Moreover, according to scientific studies (Beck & Harter, 2015; as cited in Rolfe, 2012/2020), having different opinions and holding opposing viewpoints makes us more intelligent; additionally, high emotional intelligence, an ability to be present, listen and ask thoughtful questions is thought to enhance the quality of one's life.

[bookmark: _Toc134375187]4.7 Summary

The available literature on the knowledge, skills, attitude and behaviours needed by an effective workplace mentor provides in-depth knowledge and insight into what we would expect of a mentor, as a mentor and as a mentee. 
However, as mentioned when defining mentoring, there is no express agreement as to the required competencies; a possible explanation could be that mentoring will differ between organisations, applications and contexts; one would also expect competencies to be as varied.  

[bookmark: _Toc134375188]5.0 Critically Assess A Model Or Process That Should Be Followed When Formally Mentoring.

[bookmark: _Toc134375189]5.1 Introduction
Research into mentoring models, processes and theories suggests the majority focus on coaching rather than mentoring; a possible reason could be that coaching has a short-term specific focus of a predefined academic or organisational goal. In comparison, mentoring is a long-term relationship where the mentee is encouraged to control the direction of personal development and goals. 
Therefore, we will assess formal mentoring processes with the understanding that these assist in developing and progressing a mentoring relationship rather than prescribing a rigid and specific process. We will critically assess Biggs's Presage-Process-Product Model (1978) as cited in Biggs (1987) and Whitmore's (1992/2009) GROW model.


[bookmark: _Toc134375190]5.2 Biggs's Presage-Process-Product Model

Jones (2023) (Appendix 5) suggests the motivation of the mentee is crucial in a successful outcome; the Briggs 1978 model assists the mentee in understanding their approach to learning and development by bringing an awareness of their motivation and adapting mentoring to their preferred style of learning will additionally support the mentee (Appendix 6).
Furthermore, Kamarudin et al., 2020) propose that a mentee's previous experience of learning and unconscious bias are influential in their approach to new learning experiences; this could either positively or negatively influence the relationship.
Bigg's 1978 model specifies the following three sections; 
[bookmark: _Toc134375191]5.2.1 Presage
According to Fuente et al. (2014), presage refers to the mentee's prior knowledge, experience and skills; previous experience will dictate how the mentee approaches learning and their motivation to do so.
[bookmark: _Toc134375192]5.2.2 Process
the significance of what one does to learn, how the mentee undertakes tasks, this is dependent on the mentee's self-awareness and ability to reflect
[bookmark: _Toc134375193]5.2.3 Product
The outcome of the learning process and the extent to which one has developed are explained in the following three measurements. Quantitative: The quantity of knowledge, facts, and developed practical abilities. Qualitative: Thought organisation, complexity, and ability to transfer acquired knowledge. Affect: contentment and dedication to the process. The method applied to a particular task will determine the outcome.
Simply put, the model is a tool to describe the change in the mentee's abilities and knowledge in the three areas (presage, process and product) following learning and development aided by the mentor (Kamarudin et al., 2020) (Appendix 7).
Biggs (1987)  asserts that understanding one's approach to learning and the learning process empowers the mentee to increase their control of the situation, providing more significant achievement. 





[bookmark: _Toc134375194]5.3 Summary 

In the ONS, tools are provided to employees to assist them in identifying learning styles; once identified, these are shared with the employee's line manager to enable accessible learning and development content. Employees must also complete professional development logs providing a detailed history of completed training, benefits to development and as a tool to aid reflection.
Bigg's (1987) model poses an interesting theory, and we agree that prior experiences in one's life, such as academia and the workplace, will ultimately shape one's perception. However, we suggest that this model would benefit from further development and a modern approach to appropriately apply to mentoring in the workplace.
[bookmark: _Toc134375195]5.4 The GROW Model 

Whitmore's (1992/2009) GROW model is adaptable to coaching or mentoring and briefly comprises four stages; G – Goal setting, R – Reality, O – Options, W – What will you do? We will explore this in detail below. 
[bookmark: _Toc134375196]5.4.1 Goal Setting
Whitmore (1992/2009) proposes four types of goals (Appendix 8). Together these detail what one would like to achieve and how; additionally, Whitmore states that if a goal is unrealistic, it is not achievable, and if it does not challenge the mentee, it is unlikely to motivate them. 
Furthermore, when writing goals, it is crucial to ensure they are specific, measurable, achievable, relevant and time-bound (SMART) (Doran, 1981).
[bookmark: _Toc134375197]5.4.2 Reality
Once goals are identified, Whitmore (1992/2009) suggests investigating one's reality, proposing that one's unconscious bias and fear of progression could distort their perception of reality. The mentor is expected to use descriptive language, such as "What factors determined your decision?" to assist the mentee in remaining objective; incorrect language, such as evaluative questions, "Why did you do that?" could hinder the mentor and mentees' objectivity. A skilled mentor should ask powerful 'reality' questions, using specific and descriptive language as this tends to be less critical, which will help the mentee become more self-aware, as demonstrated in Whitmore's (1992/2009)' communication envelope' (Appendix 9)
[bookmark: _Toc134375198]5.4.3 Options
The purpose of 'options' is to determine options to achieve one's goals; Whitmore (1992/2009) advises that the number of options is more significant than their quality or viability, as the purpose is for the mentee to generate and present as many potential solutions as possible. Compiling all the possibilities is just as beneficial as the options list itself, as it engages the brain and generates creativity; approaching the task in this way prevents constraining ideas with obstacles, preferences and corporate censorship.
[bookmark: _Toc134375199]5.4.4 What Will You Do?
The final stage in the GROW model is to decide how one will achieve what has been discovered in the previous steps; the belief is that if questions at each stage are adequately addressed, limitations to the mentees' performance will be removed (de Haan & Kasozi, 2015; as cited in Kamarudin et al., 2020). 

Whitmore (1992/2009) suggests this provides accountability and commitment from the mentee; the details are recorded and followed up at an agreed time, and the mentor provides feedback (Appendix 10). This final stage is perhaps the most important as this provides an opportunity for the mentor and mentee an opportunity to discuss what one has learnt and recognise development.

Additionally, research (Hamlin & Sage, 2011) shows that quality feedback is crucial to a positive mentoring experience.


[bookmark: _Toc134375200]5.5 Summary

Although these models are significantly different, they encourage the mentee to be creative and grow in self-confidence, becoming critical of their goals and why they want to achieve them.
However, Arocho & Johnson (2022) suggest that the measurement of benefits would assist in determining the validity of a mentoring model; however, they also recognise that the lack of a definitive definition and criteria of mentoring inhibits the ability to do so.
Furthermore, numerous models, theories and processes are available and can be adapted to meet the organisation's needs; additionally, numerous amounts of literature are available which will assist in developing a new framework, such as Allen et al.'s. (2009) book, based on empirical evidence, case studies and best practice, provides the knowledge and examples to create a bespoke mentoring programme. 

[bookmark: _Toc134375201][bookmark: _Toc456901523]6.0 Conclusion

This report set out to better understand coaching and mentoring in the workplace, and the research has shown that despite the long history of coaching and mentoring, they are not easily defined and that there is no consensus on the criteria and skills required for both. 
The most significant findings from this report are that mentoring process and models do not prescribe how mentoring should be conducted; instead, they provide guidance suggesting how to support the mentee's development better and are interchangeable depending on the application context. 
This report is limited because it was restricted to 5000 words; with the plethora of information available, it could have quickly developed into a report twice as long. Despite its limitations, the report certainly adds to our understanding of coaching and mentoring in the workplace and has provided knowledge which we shall take forward into our practice.
Further research could also be conducted to determine the effects of positive and negative coaching and mentoring in the workplace, as this area is not currently fully understood.
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