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

CIPD (2020a) refers to coaching and mentoring as methods for effectively developing employees.  These methods are being used vastly by many employers, as both are seen to enhance the performance, skills and knowledge; especially in those roles that require specific skills and goals.

Coaching and its availability, was mainly used for professional sports people. However, there has been an increasingly importance on professional development and working practices in recent years, which has resulted in many organisations adapting innovative coaching methods as a way for enhancing the development of their staff.
Many argue that there is some difficulty in clearly defining business coaching due to the lack of transparency on what business coaching actually is and how this can be entailed in practice. Reissner (2014) argues that coaching can be defined when identifying an understanding of business coaching; along with what it seeks to achieve; and what outcomes it can have if effectively employed. With all these in mind, the following definitions are made:
· “Coaching is a non-directive development process that seeks to improve the coachee’s performance and effectiveness at the workplace.”
· Coaching involves structured and thought-provoking interactions between coach and coachee that seek to give the coachee feedback and work towards achieving a particular goal for both coachee and organisation.”
· Coaching involves the short-term use of strategies, tools and techniques to promote sustainable change in the coachee’s attitude, cognition and behaviour that is desirable for both coachee and organisation.”

Mentoring can be defined as a process for sharing knowledge and experience. It is an enduring relationship that is developed between a senior and junior employee. HRMP (2018) refers to the implementation of such a process can be used as guidance and a way of clearly understanding how an organisation achieves its objectives and vision to a junior employee. Mentoring schemes can be vastly beneficial in enhancing personal development as well as contributing to organisational success.
CIPD (2020a) states that any mentoring relationship thrives on the basis that both parties encourage a learning opportunity, through sharing and passing across experiences between peers and/or roles.
Mentoring and coaching approaches have their similarities with both requiring the skills to question, listen, explain and configure. Although, Reissner (2014) indicates many distinctions between coaching and mentoring with one key difference being that any mentoring relationship tends to be a longer term, broad programme in comparison to the coaching one, which is short term and specific. 
As well as the above, the role differs in that a coaching role acts as the facilitator, where by interaction between the coach and coachee is determined by working through challenging questions, whereas, the mentoring role acts as an adviser, with the mentor and mentee working to provide sound advice and opportunities. 
Coaching methods are best used where there is a need to address interpersonal or managerial skills, for example, communication, enhancing knowledge, improving employee engagement or conflict resolution. This is often needed following a change in career or promotion.
CIPD (2020b) argues the need for coaching and mentoring programmes within an organisation. The implementation and management of such programmes is pivotal and is key to the specialist knowledge area of the CIPD profession map entitled “Learning and Development”.
The intention is that coaching and mentoring programmes can assist with:
· Performance management
· Organising and supporting people through change
· Promotes learning and development
Line managers play a fundamental role in adapting coaching, as they are responsible for the day-to-day management of employees, which includes performance management and regular supervision.

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

Coaching; mentoring and counselling; one-to-one training endures to achieve similar goals in that they strive to create self-awareness and generate insightfulness and sustainable change to their customer’s life. Ressiner (2014) argues that these techniques require similar skill-set such as non-judgemental listening, requirement of asking probing questions to elucidate any issues and the ability to work towards any resolution. 
Although these techniques represent a likeness, it is clear that there are many distinctions between the roles themselves. Hawkins and Smith (2013) refers to many differences between coaching and mentoring and counselling, with them also referring to therapy. They argue that coaching/mentoring’s role is that of a facilitator where much focus is given to high performance, whereas the counsellor role is more of a therapist, which acts on feelings of deficiency. Counselling concentrates their efforts on reflectiveness rather than present and future alignment of the coach and mentor. 
Whilst the coach/mentor’s scope narrowly focuses on improving performance at the workplace and discovering new meanings and direction, the counsellor/therapist has a far broader focus with greater depth given to understand the causes behind any work related performance issues, which could include resolving any psychological issues.
Any coaching/mentoring programme would normally have involvement from representatives of a sponsoring organisation which includes contracts and any evaluation. This would not be the case with counselling, which little organisational involvement. 
Although we have identified that these roles are somewhat different, including projected outcomes. It is very clear that these roles need to have an awareness of their limitations and request intervention where necessary. For example, a situation could arise where a coach/mentor identifies customer psychological issues which will require the referral of a therapist, with any further coaching intervention being held.

3. Explain different types of coaching and mentoring which can be implemented in organisations.
Coaching and mentoring are two development methods that places emphasis on a one-to-one relationship between an employee, the person in receipt of any coaching or mentoring, and the coach or mentor.
Croner-i (2021) argues that any good organisation will not only provide their employees with developmental opportunities and time to focus on their learning needs, but will also support their employees in identifying any learning needs.
Cronin (2019) argues the need for mentoring for both personal and career development. Personal development seeks to increase confidence, self-awareness, and acquaintance to new ways of thinking. In terms of career development, benefits of mentoring can include job satisfaction, promotion, as well as inspiring others around you.
Creighton (2018) refers to there being six types of effective mentoring programs that can be adopted within an organisation. These being:
· One-to-One mentoring
· Situational mentoring
· Developmental and career mentoring
· Reverse mentoring
· Group-based mentoring
· Peer-based mentoring
A one-to-one mentoring consists of a formal program where the mentee is able to make a number of selections including who they are mentored by, meeting location, occurrence and what to discuss. Some programs require the mentee to track their own progress, from performance to set goals. This one-to-one approach focuses more on skill and relationship-building.
Situational mentoring refers to the need to learn a specific skill. This method can be used upon the development of a new system/database, whereby there is a need for them to be mentored by other colleagues until they are comfortable using any system/database on their own.
The use of developmental and career mentoring is a long term approach, specifically to help progress any career aspirations. This could involve senior members mentoring employees who wish to develop their skills within a particular field.
Reverse mentoring is particularly common in organisations, as it seeks to encourage sharing the skills and knowledge of a senior employee with juniors and promotes knowledge sharing throughout the organisation.
Using Group-based mentoring techniques is ideal when you require the use of more than one mentor. This allows group members to track one another with the flexibility of having one-to-one mentors when required.
Some group-based mentoring may not require a mentor at all, this is where peer-based mentoring can be adopted. Peers will meet in small groups and mentor one another through sharing feedback and discussing best practices going forward.
There are many personal and organisational benefits to introducing coaching within the workplace. Kholghi (2021) argues that there are thirty one different types of coaching methods that can be considered for implementation within an organisation, some of these include:
· Executive coaching
· Life coaching
· Career coaching
· Performance coaching
· Group coaching
· Skills coaching
· Leadership coaching
There are many coaching methods as each one may refer to a different situation. As coaching becomes more established in the workplace, such a technique can be useful to differentiate between the different types of coaching available when identifying the particular need for coaching.
Institute OD (2020) refers to the need for different types of coaching techniques in the organisation dependant on the outcome required. They argue that executive coaching tends to focus on facilitating senior leaders within an organisation in order to improve their leadership and personal performance. With Leadership coaching being used for the purposes for improving leadership capabilities, with career coaching aimed at focusing on an individual’s career and career development. Team coaching can be adopted to improve and sustain a team’s performance – this can include enhancing skills and improving internal and external working relationships. They highlight that this type of coaching has become increasingly popular within organisations. Many individuals may require influence on their own personal needs and aspirations, these could benefit from life coaching which focus on different areas for development, such as psychological and sociology.
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 many factors to be considered when implementing coaching and mentoring within the organisation including its coaching culture and establishing whether this exists. Clutterbuck et al (2016) defines coaching culture as follows:
‘Coaching is the predominant style of managing and working together, and where a commitment to grow the organisation is embedded in a parallel commitment to grow the people in the organisation’
Creating such a culture within an organisation presents many drivers and barriers. Drivers for consideration include:
· Coaching is already incorporated into existing HR policies/practices, such as performance and talent management.
· Strong calibre of coaching champions exist amid the senior managers.
· Good understanding of coaching practices and outcomes of such methods.
· The willingness of people to try new ways of working and connecting with others.
There are also many barriers for consideration as follows:
· Senior managers do not buy into coaching/mentoring methods.
· Coaching is seen as a remedy for correcting poor performance.
· Unclear or little knowledge on what coaching is and how this works.
· Progression and development are not alleged to be a business priority.
Reissner (2014) argues that any decision on coaching being an appropriate development intervention goes beyond individual needs, and rather should be seen in the wider organisational context, which includes its business strategy, culture and resource provisions.
Identification needs to be given on what kind of coaching is compatible with the organisational culture and willingness to experiment. There are many key questions that HR professionals will need to consider, for example, What is difference that coaching is supposed to make on the culture? What types of structures, systems and processes will work well and still model the changes in culture we wish to support? 
CIPD (2020) argues that in order to develop coaching and mentoring within an organisation aim needs to be placed on a number of expressions that drive organisational context. From what is the organisational strategy; to who is supporting coaching and mentoring. Once these have been addressed, focus can be made on working through the implementation of such methods.
At the heart of organisational culture comes the role of a line manager. More than ever line managers play a pivotal role in “coaching” their group of individuals through their day-to-day management including performance appraisals and one-to-one meetings. 
Weintraub & Hunt (2015) refer to there being many reasons for managers to spend more time on coaching their individual’s. They believe that coaching as an essential tool for achieving business goals with the development of talent being essential to business success. Helping develop people can prolong the fulfilment of their role as well as help individual’s grow and adapt to changing work environments. An element of curiosity from the manager which includes taking a genuine interest in the individual’s strengths, weaknesses will build solid, trusting relationships and establish connections.
Ibarra & Scoular (2019) argues that over the last decade, the role of the manager has increasingly become that of a coach, with many organisations training their leaders as coaches. Such a method has become an integral skill to develop and deploy a learning culture. They argue that coaching is not just a managerial skill, but the organisation needs to adapt a learning culture to enhance successful coaching.

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.

There are many benefits of coaching and mentoring that can present a long term effect on businesses. Royal (2019) argues that managers who create relationships that promote the behaviours of engaged employees will be seen as an engagement-creating coach. This method will empower engaged employees to succumb to any challenges whilst using their strengths, and in turn, improve their performance.
Coaching and mentoring techniques adopted by a manager not only prove better engagement, but can be seen to promote well-being within the business. Cronin (2019) states that the benefits of mentoring cannot only enhance an individual’s self-development, but can also have a positive impact on the organisation. 
Mentoring can enhance personal development through increased confidence, self-awareness and heighten ways of thinking as well as career development achieving job satisfaction – developing such attributes can contribute to increased business performance.  
Cronin (2019) further adds that the implementation of coaching and mentoring within the workplace is good for supporting those with mental health concerns through reduced isolation, increased self-confidence as well as lowered levels of anxiety – as highlighted in a research study conducted by Harvard Business Review. Supporting mental health can minimise absence levels and the costs associated with this and help individual’s feel supported.
Hicks et al (2009) argue that research evidenced that employees who had recently endured a period of coaching had increased views on their well-being. This was due to the employee’s increased ability to feel relaxed, valuable and clearly thought. They further add the impact coaching has on employee engagement, with many individuals feeling that they were better equipped to deal with work situations and provided more motivational awareness. 
Research suggest that not only can coaching improve well-being and engagement, but provide job satisfaction though enabling new skills and better efficiency. Any such development can only improve productivity and organisational performance. 
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