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1.1 Define and explain the concepts of coaching and mentoring
Coaching and mentoring has been established as a popular tool to support and enhance the learning and development of staff members within an organisation (Hayden and Haden 2019).
The following definition provides management with a perspective on how coaching and mentoring is used to support staff members;
“A process by which the coach, through direct discussion and guided activity, helps an individual to solve a problem or do a task better than would otherwise have been the case”.
			(Clutterbuck, Megginson and Bajer 2016).
The above clarifies how a structured coaching process can be used to support a group of people with a specific task or theme to achieve their highest potential. When reviewing this, it demonstrates that it focuses on a specific issue that has been requested by the staff member/s and sways away from developing an individual as a whole. To target the organisation as a whole, Grant suggested that coaching should be structured with appropriate systems to stimulate positive change for both the business and individuals (2013). Again, it is based on a planned process but co-ordinates both organisational and individual goals. Here, businesses need to consider if coaching is the most appropriate tool and not used as a method to save money and put the onus on in-house or external coachers (Hayden and Haden 2019). 
From a sporting perspective, Snape shared that to enhance an individual’s understanding and development, a mentor needs to have reached the pinnacle of their ability to be able to share their learning with others (Snape 2016). With millennial workers, they have become accustom to technology and have an expectation on organisations to provide the most efficient technological tools for them to prosper in their roles (Forbes 2017). 
This contradicts the statement from Snape that it is only individuals that have reached their utmost potential that can mentor others. Although not much research has been conducted, reverse mentoring allows younger workers to share their digital expertise with the older generation, which in turn, motivates both workers development (CIPD a 2019). In my perspective, a clearer picture of this is ‘Unlocking a person’s potential to maximise their own performance. It is helping them to learn rather than teaching them’ Whitmore (2017). This definition provides an overall understanding of how a coacher and/or mentor has the ability to have a two way exchange with an individual to increase their capabilities (Hayden and Haden 2019).
1.2 Analyse similarities in, and differences between coaching and mentoring and evaluate the validity of grouping the two concepts together.
In reality, both coaching and mentoring techniques have close similarities and both can have a significant impact on the development of an organisation and individual (Richards 2015). 
Similarities
When considering the techniques used to begin the process, both areas use effective questions to observe and have a sounder understanding of the individual’s needs. This will provide them with the information required to continue and the areas they need to focus on (Coaching and Mentoring Network 2017).  
Having this successful communication method can allow the coacher or mentor to develop a more in-depth relationship with the individual and identify their strengths and weaknesses (Mind Tools A n.d.) 
When the weaknesses or areas that require more development are identified, the coacher and/or mentor can suggest the most practical solution to increase their skills and ability. This may include external training courses, 121 sessions, shadowing or interaction with others in networking events (Coaching and Mentoring Network 2017).  
Overall, the outcome for both parties is ensuring that the individual has had the tools to develop themselves as a person and achieved the goals set out during the questioning stage (Mind Tools B n.d.) Also, to continue using these tools when dealing with future tasks and personal growth without depending on a coacher or mentor. 
Differences
Beginning with coaching, it’s a more task-orientated technique using coachers that have expertise in specific areas. They will be introduced to an individual or group to provide them with support and tools to complete an assignment or reach agreed goals within a specific time period. Therefore, the timeframe for coaching is more specific and tends to be shorter as their contribution has been achieved (Coaching and Mentoring Network 2017).  
A mentor can be considered as a role model to an individual which has less expertise than them (Mind Tools B n.d.). It covers both personal and professional aspects of their life with individuals referring to them for guidance over a longer period of time. Mentors do not provide individuals with the answer and don’t always have specific industry understanding, but can offer guidance and knowledge which can be exchanged by both parties to increase their learning (Hayden and Haden 2019). 
To consider using both concepts as part of a learning and development programme, HR need to ensure that this method is the most efficient to enhance the skills and knowledge of their individuals (Hayden and Haden 2019). When reviewing the comparison information above, coaching would be appropriately used if an individual is not meeting the required performance in tasks, to increase the skills of a group that is working towards a common goal or by implementing a new system (Hayden and Haden 2019). A mentee can benefit from a mentor to create a balance between the different aspects of their lives, career progress and support individuals to overcome barriers that can lead them to success (Mind Tools B n.d.).
1.3 Evaluate how coaching and mentoring differ from counselling and from one-to-one training.
Differences from Counselling
Coaching, mentoring and counselling can both be held in a quite environment on a 1-2-1 basis by asking questions to understand the purpose of the meetings. The outcome for a mentor and coach is to achieve the goals of an activity and allow individuals to continually grow and develop their abilities (Starr 2011). Psychologists have suggested that counselling supports individuals with significant past personal issues i.e. mental health, illnesses, to support them through the healing process. This is a significant difference to coaching and mentoring which supports with general situations, improving performance and meetings goals set by an individual or organisation (Cox, Bachkriova and Clutterbuck 2018). Counselling is intended for individuals to create their own actions which will guide them to achieve their desired aims. 
Differences from 1-2-1 Training
Whilst coaching and mentoring is used to enhance knowledge, training is a transfer of knowledge from the trainer to the trainee. Training is required for individuals that have had to learn how to use a new system, technology or procedure with specific guides on how to use them efficiently. There is normally less flexibility within the objectives of the training as it has been designed for a specific item and is only current to that version (Johnson n.d.). As training is facilitated to develop skills for a specific area, coaching and mentoring is better known to develop the abilities and knowledge of individuals to allow them to meet their goals by equipping them with methods to heighten their personal development (Coaching and Mentoring Network 2017). 

2.1 Explain different types of coaching and mentoring, which can be implemented within organisations.

To support coachers and mentors, models have been designed to provide them with guidance and structure to follow during the process. 

The GROW model consists of 4 steps stemming from the headings Goal, Reality, Options and Will. Originally designed by Graham Alexander, Alan Fine and Sir John Whitmore, the purpose of the model was to have organisation of the areas that needed to be reviewed and followed in a timely manner (Mind Tools C n.d.). In short, the individual or group will consider the goals that they would like to achieve, to scrutinise their current reality, discover the options that are available to reach their goal and lastly, beginning to form the will around the how they can achieve their goal. 

For this particular model, it is extensively used in the workplace for performance management and outcome-based work.  Connor uses sports coaching as an example of when this model is used, as she shares that sometimes a change is required in the individual or team’s inner behaviour (2012).  This explorers the aspect that performance is affected by internal behaviour and the barriers that stops them from achieving their goals. With the GROW model, the coach is able to use this structure by asking open questions to determine their current reality and support them to discover ways of achieving their set goals. Clutterbuck shares that the GROW model can only be used for basic outcomes and performance coaching (2014). Coaches that have more experience and would like to expand their learning will move on to other model examples. 

Hawkins developed the CLEAR model which is similar to GROW but has less constraints and more flexibility to expand to other areas. The coacher provides a level of assertiveness within this model by setting a Contract between both parties to create rules which will professionally guide them to discover the outcomes of the sessions. Secondly, Listening provides the coachee to share their concerns and experiences which has resulted in their need for a coaching and mentoring initiative to be introduced. To overcome this barrier, the coachee is asked to Explore how their behaviours are effecting their lives and what could be done in the future to overcome. The final stages are agreeing on Actions and Reviewing the effectiveness of the sessions and receive feedback on future coaching scenarios (Hawkins n.d.). 

Transformational coaching can use the CLEAR model by identifying problematic areas and agreeing changes that are required to a coachee’s behaviour and how they portray themselves rather than act. This specific model is used to go more in-depth across four levels of engagement stated by Hawkins – Facts and Data, Pattern of Behaviour, Personal Feelings and Assumptions (Cox, Bachkriova and Clutterbuck 2018). This model is commonly used by executive and leaders to discover the behaviours of individuals or teams that are preventing them from achieving the required ethos or culture within an organisation. 
2.2 Evaluate the role of line managers when coaching and mentoring

Within an organisation, a survey carried out by CIPD suggested that line managers are typically used to be coachers but others disagreed with this notion (Hayden and Haden 2015). They believed that coachers should be individuals that have expertise in particular areas that can benefit individuals or a group.

When receiving coaching from a direct line manager, they have a clear understanding of the individual’s job role and have formed a relationship with them. During supervision and other performance meetings, coaching can be built into these conversations and both parties are aware of the desired goals from this and the most suitable approach for the individual to learn (Hayden and Haden 2015). Although, the line manger might not have the distinction away from the workload and could potentially concentrate on matters that affect them and could benefit their personal goals. This could lead to having a strained relationship and not allowing the individual to share their concerns from a neutral basis as they would from an unfamiliar person. 

The most significant benefit to having a line manager as a coach is building an open relationship and communication avenues. If the line manager has a number of staff members that they manage, the team could all receive coaching from them to allow fairness and be able to work towards common goals which leads to a committed group. On the other hand, the line manager has timescale pressures and the ability to be able to provide coaching for all individuals’ without it becoming a hindrance on their own goals set by senior management. This could provide a struggle between seeing the long term benefits of coaching individual’s to become the best they can be against needing to achieve current priorities and workload (Clutterbuck 2012).

When an individual is introduced to an organisation, they must be able to work towards the organisations beliefs and culture. This is where the line manager needs to become a leader and have the authority to form this understanding from the induction process. Therefore, mentoring would be a more effective approach to this as they should be considered as role models which lives and breathes the values of the organisation (Downey 2003). 

2.3 Assess factors to be considered when implementing coaching and mentoring programmes in organisations. 

Ahead of the Fourth Industrial Revolution, research has been conducted into the areas that will affect the economic growth of countries. The research detected that the number of administrative roles will lower by 2030 and the need for management and professional roles with critical talent will rise (McKinsey & Company 2019). These roles not only pay a large part in business growth but by sharing their skills and knowledge with other individuals to heighten their abilities across organisations. 

To ensure that this continues, there are factors that need to be considered to ensure that the most effective coaching and mentoring approach is used. This can be agreeing if the approach will be delivered by an internal or external coach. HR play a vital role in discovering if individuals are prepared for a coaching and mentoring learning intervention and deciding the most appropriate coach and model that would be used to conduct the approach for both the individual and organisation (Hayden and Haden 2019). 

By choosing an external coach, they have been identified as a person which has the expertise and skills that are required to support individuals’ and organisations to achieve their goals. As the coach is not a part of the organisation, they will have a neutral approach to the coaching and will be able to provide their full concentration during the set meeting time. With expertise knowledge and capacity to have worked across many organisations, they will have experience of different approaches and be able to offer a number of avenues to lead the individuals’ and organisations to their desired goals. Although, this would incur more cost to the organisation and by being unaware of its internal processes and values, they could be leading individuals’’ down a path that is not in line with the organisations culture and values. Therefore, internal coaches could be spending a lot of time providing external coaches with a better overview of the organisation when they could be undertaking the coaching themselves (Hayden and Haden 2019). 

Agreeing to use internal coaches is normally already embedded into performance meetings and part of leadership skills for line managers within an organisation. As noted above, they have a knowledge of the organisation and have no additional cost as it would be part of their role and obligations. When the meetings are held, there is a warmer reception between both parties as they have had the opportunity to get to know each on a daily basis and understand how their priorities relate to the organisation (Coaching and Mentoring Network 2017). Although specific meetings are held by coacher and coachee, when both parties work together, it would be difficult to have that separation from your own workload and wanting to ask questions whenever they pop up which could distract the coacher from their work. When discussing current processes, it could be difficult for the coachee to share their opinions without offending the coacher if this is something that they have worked towards. 

There are positives and negatives to each approach, but there are areas that both external and internal coachers and mentors need to abide by. Confidentiality is ensuring that information shared during the meetings are kept between both parties, unless permission has been provided by the coachee. Since the General Data Protection Regulations were introduced in May 2018, the fines have been increased and more stringent procedures have been put in place to ensure that confidentiality is taken seriously by organisations. Having confidentiality sets boundaries in place and can allow the the coachee and coacher to build a trustworthy relationship (Performance Coach University 2019). Even though this is expected, it could be included within the coaching and mentoring contract. This is a contract which sets out the terms and conditions of the working partnership. It is a positive to have a contract as it sets out the behaviours and obligations expected from both parties and signed to confirm acceptance. 

The Association of Coaching, one of the membership bodies that are recognised, suggest that all of their members must abide by their Code of Ethics. It is a code that is in line with European law and sets out the behaviours that members must demonstrate to promote their profession (Association for Coaching n.d.). Also, Starr, introduced a set of principles that she believed that coachers should demonstrate and consider when entering into a contract with a coachee. It comes from the perspective that coachees’ have the ability to be able to produce their own success with the support and openness of a coach (2011). 

3.1 Assess the potential benefits of coaching and mentoring for coachee/mentor and coach/mentor
 
Coaching and mentoring is becoming more well known to organisations since more research and implementation is being carried out (Forbes 2017). The following takes into consideration the benefits of this training and development approach to both the coachee/mentor and coach/mentor.

Research conducted by Hicks, Carter and Sinclair was devised to consider the effects of coaching on wellbeing, engagement and job satisfaction on individuals receiving coaching and mentoring (2014). The most noteworthy change was an increase in individuals recognising coaching having a positive impact on their wellbeing. Not only is employee sickness levels a high cost to organisations, it effects development and business growth. Seeing this positive impact on employee wellbeing is a positive for both coachee and coach as it demonstrates that there has been a success in the coaching and mentoring initiative (Hicks, Carter and Sinclair 2014). 

The most obvious benefit to a coachee/mentor is the development of their skills and knowledge to be able to work towards their desired goals. This is a prevalent part of coaching and is one of the key aspects of attending the meetings. These skills can be transferrable to other organisations but it plays a part in increasing their experience to allow them to progress and stay within the business (Harvard Business Review 2015). 

The success of coaching to a coachee/mentor can open their minds to continuing with further learning and development as they have increased ownership and accountability towards creating their own future and using the skills that they have been taught to achieve their full ability. 

It has been suggested that coaching and mentoring can increase confidence levels, which leads to individuals being more present in the workplace, building relationships with peer and showing a true reflection of themselves (Institute of Coaching n.d.).

3.2 Assess how coaching and mentoring programmes can support the achievement of organisational objectives.

Clutterbuck often referrers to coachers being able to ask powerful questions. The coachee has the important task of knowing which questions should be used in each circumstance and the powerful effect that they would have on the individual (2014). To an organisation, with the development of technology and AI able to replace basic problem solving, critical thinking has a more valid place in allowing groups to discuss more complicated problems affecting organisations. The two key themes which were risen by Tim Coburn within the CIPD Podcast, was the need for collaborative work and creativity (CIPD b 2019). This separates humans from technology as more expertise from group work can create ideas and consider each other’s opinions and thoughts. Therefore, it is critical for coachers and mentors to be able to critically think and pass this skill on to their coachee/mentors to cascade within the organisation. 

For an organisation, having a high turnover of staff is very costly. In research conducted by Harvard Business Review on C-suite positions in non-prof organisations, less than a third of positions were recruited internally (2015). Having a coaching and mentoring culture can allow organisations to identify high potential individuals and develop them to have the skills and ability to progress (Institute of Coaching n.d.). Neil Morrison from The Random House Group had relieved all external coaches from the organisation and introduced Coaching as part of the Leadership training. The most positive feedback from the training was that all attendees felt engaged, appreciated and committed to use their training with individuals. This approach had engrained coaching as part of their organisation’s culture and had a positive impact on their commitment to work (CIPD 2017). 
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