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1.1

It is believed that Mentoring dates to ancient Greek times, over 3000 years ago with the character Mentor in Homer’s odyssey trusting a companion to care for a family member when away at war (open, 2021), providing guidance and wisdom to Athena (growthmetro, 2021).  

As we travel through the years to more modern times, it has become increasingly popular around the 1970s when the concept was introduced into literature. 
The vision would be that there would be role models, teachers, and guides with an in-teaching dynamic which has been seen as an opportunity to develop from the transmission of professional knowledge (saskpolytech, 2021)

The definition of coaching and mentoring development is similar in their approaches within a one-to-one conversation. Coaching tends to focus on specific goals and skills and sometimes contributes to personal, social attributes and confidence. Coaching is more often time-bound and is more of a non-directive form of development while focusing on developing and improving performance. It usually has set goals and is easier to assess strengths and weaknesses. This is usually delivered by trained people such as coaches and line managers. 

Mentoring tends to be longer-term where a more experienced member of staff with greater knowledge will buddy up or partner with a less experienced colleague. 
Mentoring is akin to succession planning where both parties can clarify, listen, and question with in-the-moment feedback. Mentoring is a two-way style where the less experienced colleague holds attributes that the more senior person does not, therefore both parties can benefit and learn from each other. 

This is more likely when there is a generational gap or two different roles. Mentors are usually sourced within the workplace as external mentoring can be costly (CIPD, 2020).

There are various coaching and mentoring models: -


· GROW – Goal, Reality, Options, and Will
· OSCAR – Outcome, Situation, Choices, Action, and Review
· CLEAR – Contract, Listen, Explore, Action and Review
· STEPPA – Subject, Target, Identification, Emotion, Perception, Plan/Pace, Action/Amend
· Peer Coaching Role Model


When researching the different models, it is apparent that they are simplistic and achievable with all models with reviewing at the end for reflection to enable plans to be put in place for further development. This encourages learning for future endeavours (positivepsychology, 2020).






















































1.2/1.3


	Coaching
	Mentoring

	· Development Potential
· Focus on development
· Focus on enhancing performance
· Specific, Current, work related issues 
	· Developing professionally
· Career Development
· Managing transitions
· Developing a broader view of the person.
· Unlocking opportunities to other activities.

	· Client and coach are equals
· Coach not necessarily needing experience

	· More experienced than the client
· Shares knowledge with junior/less experienced employee/client

	· Nondirective
	· More directive
· Sharing experience and Advice

	· Ratio of speaking 20:80
	· Ratio of speaking 40:60

	· Incorporating skills, I to leadership/management
· Coaches’ development of self-awareness
· Some transformational achievement/behavioural and attitude change
	· Enhances technical and business skills
· Professional mentee development

	· Planned structured meetings
	· Long periods of time on an ad hoc basis – when needed

	· Client work-based meetings
	· Informal meetings for advice, guidance, and support








Mentoring will: -

· Manage the relationship
· Encourage – recognise the mentees ability
· Nurture – Create open, candid enrichment
· Teach – Create a stimulating environment that changes the mentee
· Offer – Mutual respect
· Respond to mentees needs


Coaches will: -

· Give clear focus
· Give goals to improve performance 
· Will be short term
· Will not look at psychological problems
· Will ask ‘what’ and ‘how’
· Will set an agenda
· Involve other stakeholders/line managers
· Will be action and results oriented
The two different styles of getting things done, one will be a push style, the other a pull style.

· Pushing – Mainly telling/instructing people what to do 
· Pulling – Drawing people towards you, creating a relatable vision and empowering them
Mentors usually draw on their own experiences to give you advice and will usually talk more than the coach (learn.nhs, 2021).

The locus of control 1960’s describes how people’s behaviors and attitudes affect outcomes in their lives.  Do individuals perceive outcomes are because of their behavior or is it from internal forces.   Strong internal locus of control means that you are self-motivated and focused, achieving goals set and often make good leaders. 

External locus of control means you are likely to believe what happens to you is luck or fete, determined by authorities, you tend to give up and think you have no power (Mindtools, 2021). 
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Seven habit of Highly effective people are: - (Hubspot, 2021)


1. Be proactive
2. Begin with the end in mind
3. Put first things first
4. Think win win
5. Seek first to understand then to be understood
6. Synergise
7. Sharpen the saw

Stephen Covey believes that how you see the world is based on your own perception.  To change a situation, you must change yourself and your perception.

Personality ethic is derived from personality, public image, attitude, and behaviors.

To be proactive you must focus on the circle of influence that lies within a circle of concern.  Positive energy will change circle of influence.  Reactive people focus energy on circle of concern which causes the circle of influence to Shrink.

Directive and non-directive coaching: -

Directive coaching is when the coach explains and/or demonstrates a new approach or skill for the coachee which can help offer guidance and help them to work towards their own decisions.

Non-directive emphasises active listening, summerising and guiding the coachee towards solving problems (Imperial, 2021).


[image: Scale of directive to non-directive roles]

Coaching and mentoring differ from counselling, traditional training by allowing a two-way communication.  They are similar in their approach, but the main differences are that coaching will have set objectives to achieve and mentoring is a broader picture with longevity.  The strength for mentoring is that it is a personal experience where individuals can get to know what makes each other tick over a longer period, gaining hearts and minds having a proactive approach on wellbeing.  Weaknesses is that it takes a longer period. 

Coaching strength – Short, sharp, concise with vast information and do not have to gain the buy-in of one single client.  Weakness of coaching is that it can be information overload which can make some clients overwhelmed. 

The return of investment is difficult to measure (Edge, 2019).  It is difficult to put a price on wellbeing but ultimately all businesses need to make a profit.  Therefore, some businesses may take a coaching approach with a quicker turn around. 




















2.1 

There are many different types of coaching and mentoring strategies that can be used. It is recommended that a hybrid approach is followed, and that conversation should flow.  A rigid model does not have to be followed.

High-Potential or Developmental Coaching –The coach works with organisations to develop the potential of individuals who have been identified as future leaders or are part of succession planning. The coaching may include assessment, competency development, or assistance planning and implementing strategic projects (Institute, 2016).

Performance Coaching – Help employees at all levels better understand the requirements of their jobs, the competencies needed to fulfill those requirements, any gaps in their current performance, and opportunities to improve performance. Coaches then work with the employees, and others in their workplace to help the employees fill performance gaps and develop plans for further professional development. A performance review tool is normally used to identify what is required (Institute, 2016). 

Line Manager Coaching – Line managers will coach employees as their direct report.  The Line manager needs to understand the gaps that need addressing to improve performance.  A two-way communication works best gaining honest feedback both ways.  Line managers are encouraged to ask open questions to guide the coachee to the decisions themselves. Trust and rapport play an integral part, this will gain trust to ease challenging conversations (FM Magazine, 2016). 

Models that can be implemented within the workplace consist of: -

· GROW – Goal, Reality, Options, and Will
· OSCAR – Outcome, Situation, Choices, Action, and Review
· CLEAR – Contract, Listen, Explore, Action and Review
· STEPPA – Subject, Target, Identification, Emotion, Perception, Plan/Pace, Action/Amend
· Peer Coaching Role Model

The Directive and Non-Directive approach [image: The Two Dimensions Of Helping To Learn | Everyone Needs a Mentor]


































2.2 

Line Managers within an organisation play an integral part in developing others, this consists of coaching and mentoring.  The skills required be able to get the best out of employees consist of having a respected relationship.  The Line Manager should role model values and leadership behaviors by first listening to understand what drives the individual.  Asking open questions and listening to feedback will build a trusted relationship, People want to know when they are doing well and when they are doing not so well (FM Magazine, 2016).

Line Managers need to have the ability to inspire trust and have integrity, be emotionally intelligent regarding their own emotions as well as others and the ability to establish collaborative relationship. Having the confidence to be able to coach upwards is an asset although this can be dangerous within an organisations as peers may not want to listen to the honest feedback. Connections may have been formed already within the workplace which can both benefit and hinder as sometimes the coach my must revert to a directive role when needed. The line manager may lack confidence when coaching at the start, however this can also boost confidence for the individual.  Internal talent spotting and growing talent can save an organisations cost and can promote loyalty within the workplace (slideshare, 2014).

Harvard Business Review (2019) creates a learning organisation encouraging engagement with people all the time. Effective managers-as-coach ask questions instead of providing the answers as well as supporting and not judging which facilitates development. Harvard promotes the GROW model and encourages the leader to role model. 























2.3 

There are different factors to examine when considering coaching and mentoring within the organisation.  What is the best fit for the organisation to implement, and/or what is the reason for the program? There could be various reasons to implement, such as, wellbeing, learning and development, talent/succession planning and human resource development.

Coaching in organisations makes the employee feel more valuable, taking rime to invest in their development and showing you care, which in turn, gives more confidence to the individual, which leads to a strong competitive workforce (Brighthr, 2021).

Employees with better training perform better. This will bring more revenue which balances out the cost of investing time and effort for coaching and mentoring.  This may also reduce labour turnover and increase productivity (youhrconsultancy, 2021).

A business may focus on a particular steer to implement.  Customer satisfaction may have a negative impact on a brand; therefore, the business could apply a training program focusing on customer service and behaviors.  HR can gather and feedback from data on whether the service has improved over time after the training has been delivered and continue to actively assess with the line managers and stakeholders. 

Coaching can be external or internal, formal, or informal -

External coaching can be costly for an organisation as well as not knowing the culture or processes, however an external coaching program would have professionals/specialist that are experienced in coaching and would offer a different perspective with no distractions within the workplace and would not be affected by internal politics.

Internal coaching would have no direct costs, would be familiar with processes and culture and give the coachee the chance to know employees better to build on trust and respect within the workplace.  Occasionally Line managers placed in a position to coach may lack the skills to communicate in a coaching style or can be distracted due to strains of own job pressure, they may also not embrace new ideas or forward thinking which could have a negative impact on the training (LinkedIn, 2015).

The role of HR within coaching and mentoring is to ensure that regulations and professional practices maintained; GDPR, Confidentiality, ethical and code of practice, coaching controls and coaching/mentoring professional bodies.

Confidentiality is key, the coach will gain the buy in of coachee if using real life own experiences and should encourage that complete confidentiality is maintained as well as complying with GDPR guidelines.








A coaching/mentoring agreement example as below which defines what is expected to be delivered. 

Client Coaching / Mentoring Agreement

Before we commit to working together you should be familiar with my policies and procedures. If you have any questions, please feel free to ask before signing this coaching agreement in the space provided below. I ask that you let me have a copy at our introductory meeting, and that you keep a copy for reference.

We will be working together for x   sessions at a total cost of £xxx.xx. If, for any reason you are unable to complete the agreed number of sessions, the cost of each session held will revert to the individual session rate of £xxx.xx.

For a coaching or mentoring relationship to work well it must always be private, confidential, and based on trust, openness, and clarity of purpose. This is our agreement to commit to a coaching relationship. 

I, the coachee, will demonstrate my commitment to the coaching relationship by:

1. Meeting or calling on time for each scheduled coaching session, in or from a place free of interruption or disturbance.

 2. Remembering that every coaching conversation is totally confidential and that it is in my best interests to be honest.

3. Giving at least 48 hours advance notice, by email or telephone, if I need to reschedule or cancel a coaching session. If not, I agree to forfeit the session unless an alternative has been agreed with my coach.

4. Accepting that I am responsible for my own actions and decisions, and initiate the coaching relationship on this basis

.5. Agreeing that I will raise, without delay, anything that I am unhappy about so that it can be resolved, thereby ensuring time is well spent.

6. Agreeing to undertake a half hour introductory session at the outset. Coaching sessions are to be scheduled at a time mutually agreeable to myself and my coach. The sessions are generally 1-1.5hrs in duration.

7. Agreeing to ensure that all invoices are settled within 14 days of receipt. If, for any reason I am unable to complete the agreed number of coaching sessions, I agree to pay the individual session rate for all completed sessions.

8. Accepting that this Coaching Agreement does not come into effect until it is signed by both parties.
Signed: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. Date: . . . . . . . . . . . . . . . . . .Print Name: . . . . . . . . . . . . . . . . . . . . . . . . . . .... . . . . . . . . . .

As your coach, if you demonstrate your commitment as above, I agree to coach and/or mentor you to the very best of my ability with loyalty, perseverance, and objectivity. I will focus on future goals, keeping you on track, building on your strengths; identifying plans for action, helping you face facts, explore possibilities and options, and develop your potential by asking questions and making empowering requests. Depending on our initial agreement, I may from time to time offer advice or guidance which you are free to use or disregard as you see fit. I am fully committed to your success and will work with you help you discover, learn, grow, and achieve your goals. Our conversations with be treated as confidential. I will not use or disclose any information that you share with me unless failure to disclose such information will lead to or support a criminal act.


Forbes (2018) business leaders have predicted that concepts of coaching and mentoring will and have evolved over the last decade with particular focus on the digital world. Automation is high on the agenda. In-person coaching is dwindling; webinars, online training, and digital coaching are becoming the norm. This makes it easily accessible and fits into busy schedules. Working with coaches will normalize and not just for executives. 
Positive psychology will flourish to create more productive, positive, profitable workforces.

During the pandemic in 2020 within the UK following strict UK laws, it was forbidden for employees to attend workplaces if work could be carried out at home.  This saw a massive rise in automation within the digital world.  Webinars, video conferencing and learning and development were catapulted into the forefront of most businesses. Organisations such as Morrisons (a large retailer within the UK) embraced the digital world overnight and adapted all training, coaching, and developing via online. Although it initially put a strain on the organisation, it has enhanced a larger audience being able to use services which is available with no restrictions of travelling and therefore reaches a wider spectrum.  It also faced challenges on training new employees within the mass recruitment utilizing video home training and video-based competency interviews for less face-to-face interaction (HRdirector, 2020).











































3.1 

There are many benefits to coaching and mentoring within organisations.  The coachee will grow in confidence have increased motivation, better productivity which creates an increased creative learning and gains commitment and loyalty (guider, 2019). 

Guider (2019) state the powerful benefits can give an increased self-awareness with reflection on self-analysis around strengths, weaknesses, and values with an exposure to new ways of thinking which encourages innovations.  It has a positive effect on mental health, reducing isolation and anxiety.  Diversity, gender, and ethnic minority being represented can improve leadership roles.  Mentoring programs can also be an attractive perk for recruitment as many millennials expect development opportunities from organisations.

 A positive company culture fosters a culture of learning, nurturing and growth.  This will filter through and create teams of satisfied, happy people at work. 

Coaching and mentoring unifies a company ensuring that there is a support structure defining all divisions are working towards the same organisational goal.

SHRM (2021) explains that executives in many businesses are nearing retirement. Leaders are taking a coaching and mentoring approach to developing internal talent which will enable a smooth transition for the next generation of leaders. 

The return of investment statistics state there was an increase which correlates to coaching and mentoring. 

Return of Investment - (Rhthmsystems, 2020)
· Improved executive productivity (reported by 53% of executives)
· Improvements in organizational strengths (48%)
· Gains in customer service (39%)
· Increased retention of executives (32%)
· Enhanced direct report/supervisor relationships (>70%)
· Improved teamwork (67%)
· Improved peer-to-peer working relationships (63%)
· Great job satisfaction (52%)

“People are our most important asset.” and “research shows that treating employees like the assets they are by investing in their development boosts returns over the long term” (HBR, 2004).





3.2 

Coaching and mentoring supports organisational objectives and/or goals by incorporating them within a vision. Virgin Media (2019) realigned their goals which focused on self-development while expanding their network.  A strategy was formulated to match the organisational needs.  This linked to learning and development culture within a positive environment.  When linking coaching and mentoring it gains positive results for the coachee, coach and business performance. 
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Our strategy

1. The five year vision
we set out to achieve

Digital
that

Our goals

2. What we did -
our five big goals

% Transforming
lives
£ Boosting

business

@ Better
products

@ More
inclusive

© Lower
impact

3. Summary of the good things
we were able to demonstrate

« Tackling big social ssues like disability
‘employment needs cut-through to.
dive urgent change — creating a new
transformational digital service has
delivered scale and reach while bringing
‘about change across the country.

« Our community — #WorkWithMe — has
‘connected organisations through a common
ol to sharo exporioncos and support
‘each other in a convenient, practical and
accessible way to enable positive change.

» Smallbusinesses can thrive when you
harmess connoctivity and online resources.
to bring them together — to encourage,
develop and offer feedback to each other in
‘away that resonates.

« Putting digital technology and connectivity
at the heart of our long-term sustainability.
stratogy has enablod us to focus our
efforts on driving significant social and
environmental impact while growing our
business during the same period.
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Ourimpact

4. This work was not only good for society but good for our business too

o

BASE
MANAGEMENT
Sustainability that
reassures, inspires and
engages customers

ACCELERATING
BUSINESS GROWTH

Helping our businesses to
thrive while doing good

NETWORK
EXPANSION

Investing in communities.
up and down the country

NEW.
HORIZONS
Sustainability that makes
our people proud and
‘want to work here

Disabilty and vulnerabilty
training delivered to 97% of our
customer facing workforce.

The training module received
an average score of 4.7 out of 5,
one of the highest scores of our
company training modules.

Over £37m of B28 contracts
worked on in 2019 contain social

We have donated more than £7:3
million instrategic community
investments over the past 5 years
through donations and value in
kind, supporting communities.

Our people have raised £710,000
for Scope in the last 5 years.

We donated our brand
sponsorship of Southampton
Football Club to our partner
Scope, in 2017, This activation
rew their brand awareness by
5.7% and the charity’s word of
mouth exposure increased from
041013 on match day.

Ourinvestment in energy
officioncy ovor the last & yoars.
has delivered an energy cost
avoidance of £158m to the
business during this period.

across the UK as we continue
to buid our network.

In2019, 5 of the top 10 corporate.
internal communications articles
with the highest employee.
engagement rates were stories on
actiity delivered as part of our 5
in’5 sustainabilty strategy.
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