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1.1
Mentor was a teacher in the Greek poet, Homer’s, poem called Odyseesy (Syakir, 2019). The nursing profession in the 1970s created how we see mentorship today where Vance and Olson (1991) described the concept of a mentor as a teacher/guide/role-model. This created a teaching-learning dynamic (Saskatchewan Polytechnic, 2021)
Gallway invented the ‘inner game’ while teaching tennis. Instead of being directive when coaching sports, creating self-doubt in the student, he found that making the student more self-aware helped them learn naturally and showed great results. This non-directive approach increases enjoyment, learning rate and confidence in the student, increasing problem-solving skills. Because of its success coaching transferred into the corporate world (Inner Game, 2021).
Suzanne Faure describes mentoring as ‘...a long-term relationship that meets a developmental need, helps develop full potential, and benefits all partners, mentor, mentee and the organisation.’ (Gibbons, 2013).  
Clutterbuck defines mentoring as a long-term relationship, as something which focuses on capability and potential which goes beyond a task. The learner sets the agenda and feedback and reflection by the learner is emphasised. 
Clutterbuck defines coaching as short-term, concerned with a task and focuses on skills and performance. The coach sets the agenda and provides feedback to the learner (Jenkins, 2013, p. 144).  
Christian Van Nieuwerburgh describes coaching as “a one-to-one conversation, which is the foundation of powerful relationships” (p. 5). It is short-term and is for personal skill-development (Oti, 2017, p. 350).  
Coaching improves individual performance, mainly at work. Individual and organisational goals are involved, and it is a non-directive development form. Individuals can assess their strengths and weaknesses and make necessary changes to improve. Coaching is a skill and can be delivered by people trained in coaching. Mentoring is usually where someone with more experience than another colleague supports their development by sharing their knowledge (CIPD, 2020a).
Common themes for mentoring and coaching are a good learning relationship, client focused, the coach/mentor acts as a facilitator, focus on change and action, discussions should not drift from the purpose, and they allow the client to understand their full potential and help them achieve it (Connor and Pakora, 2012).
Jeremy Snape describes coaching as a supportive partnership to deal with anything presented in the future. Feeback helps the coachee be aware of where they are and what they need to improve (CIPD, 2017).
The coachee should be at the centre and the coach is the facilitator who questions, probes and encourages the coachee to see how to develop next. Being direct is easier but better results come when people learn how to solve their own problems. Questioning and actively listening helps the coach understand the coachee's point of view to develop goals to move forward (Snape, 2018).  
Lansberg (2015) explains how a coach must decide whether to ask or tell in different contexts. They can instruct, ask a question or do something in between. The ask/tell repertoire is a 5-scale model ranging from ask questions and paraphrase, make suggestions, demonstrate, give advice and tell what and how. Telling is beneficial for simple tasks or tasks where failure is not an option. This takes less time but does not usually motivate the coachee so less likely to learn. Asking questions benefits when the coachee will need to think in the same way in the future. The quality is high if the coachee has skills and is creative. Although it can take more time, the coachee is usually more motivated and will learn more (Landsberg, 2015, p. 17).   
One model that can be used for coaching is GROW. It is useful to ask rather than tell in this process and to make sure points are clarified and illustrated with examples. Thinking creatively rather than systematically is also useful (Landsberg, 2015, p. 34). 
 “Goal” - Coach and coachee clarify their objectives for their discussion.
“Reality” - Self-assessment is practised by both parties.
“Options” - Coach and coachee explore their options, make suggestions and choose a way forward.
“Wrap-up” - An agreement is made on what to do next, how to overcome obstacles and a timeframe is given.
 Another model that can be used in coaching is the OSCAR model.
“Outcome” - Decide what the outcome of the coach and coachees’ discussion should be and what the long-term outcome should be.
“Situation” - The current situation is clarified
“Choices & Consequences” - The coach and coachee come up with as many choices available as possible and also look into the consequences of each choice
“Actions” -  A choice is established for the next step. Responsibility is given to the coachee for their action plan where they look at who can support them in taking action and how willing they are to take the action.
“Review” - Progress is measured. Reviewing if the actions are moving them towards their desired outcome is an ongoing process (Worth Consulting, 2002).
Models give coaching a sense of direction, but they do not have to be followed rigidly (Connor and Pakora, 2012, p. 12).
1.2
Similarities between coaching and mentoring include coachees/mentors acting as facilitators to help the client explore their own motivations, skills, needs, desires and see how they think to make a lasting change. Both use questioning to facilitate the client in problem-solving instead of being completely direct. Both are supportive of the client, non-judgemental and evaluate their progress. To understand the situation they both question, listen and observe and think creatively. Both encourage the client to personally grow and change. Finally, they make sure the client can think for themselves, so they do not become dependent on their relationship (Coaching and Mentoring Network, 2017).
Differences include coaching being short-term, usually having a set duration and scheduled, structured meetings. On-going, longer-term relationships is popular in mentoring. Informal, as-and-when meetings often occur in mentoring. Mentors need knowledge/experience to pass down to the mentee whilst coaches do not need knowledge/experience in what they are coaching the coachee for. Coaching is more work and goal focused while mentoring is more for personal development (Connor and Pakora, 2012, p.16).
Opportunities to form a hybrid of coaching and mentoring include coaches passing down knowledge/experience when necessary and mentors using coaching skills such as questioning to promote self-reflection.
Covey’s Locus of Control includes 7 habits:
Habit 1 is ‘be proactive’ by consciously choosing your responses and taking responsibility. Reflect on what happened and learn from it (Connelly, 2020). Reactive people focus their energy on the ‘circle of concern’ which are things we have no emotional/mental involvement with. Proactive people focus their energy on the ‘circle of influence’ where you can look to see how you can improve on things you can do something about. By focusing on the ‘circle of influence’ you cause it to increase (Covey, 2020, pp. 86-89).
Habit 2 is ‘begin with the end in mind’. This means having a clear image of your destination before taking action and making sure you do not go off course.
Habit 3 is ‘put first things first’. To get to our desired destination we must identify what are values are and what is important to us and take action on these. This way, we can avoid being busy with urgent things unimportant to us.  
Habit 4 is ‘think win/win’. Instead of doing what is only best for us we also look at doing what is also best for other people to avoid a win/lose or lose/win situation. 
Habit 5 is ‘seek first to understand, then to be understood’. Actively listen to the other person to understand the situation before giving our own thoughts.  
Habit 6 is ‘synergize’. By valuing/respecting the other person’s perspective we can work together to come up with more creative solutions. This requires high trust but the results you get from synergy are much better than results you would get by yourself. 
Habit 7 is ‘sharpening the saw’. Look after yourself physically, spiritually, mentally and socially/emotionally. You need to take care of yourself to be helpful (Connelly, 2020).
1.3
According to a study by Metrix Global LLC, business coaching increases job satisfaction by 61%, increases productivity by 53%, increases teamwork by 67% and increases profitability by 22% (Evercoach, 2021).
Coaching and counselling are similar in that they both help with self-discovery, finding out what is holding you back and help you work towards your life goals. They help identify your core values and change your perspective. Coaches and counsellors are non-judgemental, supportive and use questioning and active listening to help you find your own answers and reach your potential (Jacobson, 2013).
Differences are that the goal of coaching is not to resolve underlying issues of more serious problems. It is concerned with practical issues and focuses on setting goals and achieving them within a time frame. Coachees/mentees are assumed to be self-aware. Counsellors explore clients’ personal issues in depth for them to become more self-aware (Coaching and Mentoring Network, 2017).
Coaching is appropriate for creating a life plan, reducing stress, building a work-life balance, improving awareness and our ability to relate to others, improving self-discipline and health/wellbeing routines. Coaching is goal-orientated and can help structure lives. Counselling is more appropriate for ongoing dependencies, alcohol issues, people who need support after physical/sexual abuse, people who abuse others physically/sexually and people suffering from mental illness. Focus is on the problem and self-awareness must be analysed in depth before progression (Starr, 2009, pp. 14-16).
1-1 training refers to passing down new information/knowledge to the learner for tasks they have no experience in or to expand their knowledge of a concept. Coaching is where clients already have the knowledge and skills they need but are having trouble working to their full potential. Coachees lead the sessions rather than the coach and the coach helps them to solve problems by themself (BCF Group, 2021).
1-1 training relates to new information whereas coaching is an ongoing interaction that challenges and improves the existing skills of the client to help them become more aware. 1-1 training is efficient, but it is not effective on its own as coaching provides support, motivation and direction that training cannot.
There are many other learning initiatives to consider such as e-learning. This is less expensive than coaching and can be more convenient. Generation Z is the future workforce and are used to screens so can value digital experiences (Griffin, 2018).
2.1
High-Potential/Developmental Coaching is where a coach helps emerging leaders of an organisation to help them fit within a leadership role (Zentis, 2016). Goldsmith (2014) discusses using the Behaviour Change Model which suits this type of coaching. A potential leader and the leader sit down to discuss desired behaviours and identify who the key stakeholders are. The coach interviews the stakeholders to identify the client’s strenghts and weaknesses and gain their advice. The coach writes an anonymous report and gathers the client’s and leaders thoughts. The client discusses what they can change with the stakeholders. The coach and client then discuss these conversations and then develop an action plan. The coach follows up with the client and their co-workers regularly to measure their success. The process must be positive and comes from the client. Stakeholders are asked to be supportive and non-judgemental. 
Performance Coaching helps employees understand their role, what competencies they need to fulfil their role and to improve their current performance (Zentis, 2016). The GROW Model can be used here where goals are set to give discussions a direction, the current reality is assessed which develops self-awareness, all possible options are explored to give the client choices and finally, wrap-up where the most appropriate option is chosen and an action plan is developed (Whitworth, 2007).
Personal/Life Coaching is used to help individuals identify their personal goals and to help them become more aware of their feelings and options. Plans are set up to help change their life to become more fulfilled (Zentis, 2016). The Wheel of Life model is useful for this. First, the client needs to identify 6-8 dimensions for their life such as the roles they play and areas that are important to them. They write these down on each spoke of a wheel and assess each area and score themselves on how much attention they are giving to each area. They then add up the scores and assess if their life looks balanced. They need to decide what the ideal levels are for each area and the coach helps develop an action plan for this (Mindtools, 2021a).
One-to-one mentoring focuses on building relationships and skills for an individual. There is only one pairing (mentor and mentee) and sessions can be either formal or informal. Partnerships can be pre-assigned or self-selected (Creighton, 2018). The GROW model would be good to follow for this type of mentoring (Whitworth, 2007).
Reverse mentoring involves a junior team member mentoring a more senior team member to teach them skills (such as digital skills) and to provide a fresh perspective. These new skills from the mentor can be passed up the career ladder (Mindtools, 2021b). 
Peer mentoring does not need a mentor as peers discuss viewpoints and give feedback to each other instead. This can be used to learn about a company, improve skills and for career progression (Creighton, 2018).
The OSCAR model can be used for both reverse mentoring and peer mentoring where the desired outcome can be decided, the current situation can be assessed, the choices available are explored, an action plan can be developed and then the progress can be reviewed (Worth Consulting, 2002).
2.2
A manager is responsible for ensuring both employees and the organisations achieve their goals as they need to work side-by-side. To do this a manager's role is made up three elements: 
Management - appraisals, setting individual/departmental goals and disciplinaries. 
Leadership - conversing organisational vision, being a role-model and a motivator. 
Coaching - discussing how to deliver goals, providing feedback and on-the-job training (Downey, 2003 pp. 96-99).
Benefits of a line-manager acting as a coach include developing the skills of your workforce and appealing to talent thus making the business a success. It helps your team to grow as they may not be at their full potential when they first start working for you. It generates an open communication, builds trust and empathy which leads to better working relationships (Weintraub and Hunt, 2015).
Barriers include tendencies towards parent-child conversations, hidden agendas such as line manager re-organising teams and employee planning to leave, confidentiality conflicts if employees want to keep information confidential but manager wants to inform the team for welfare reasons. Another conflict could be pressure for short-term task objective deliveries and long-term development needs of the team. If people work together, they develop the same blind spots and filters so no fresh perspective and there can be inequality in terms of who gets coached. Managers can choose to prioritise coaching people with performance issues who can resent this, or they can focus on coaching people with the most potential which could offend others (Clutterbuck, 2012).
2.3
The overall learning and development strategies need to be considered to make sure coaching is linked. Consideration of employee’s preferences ensure coaching is the best fit for them and employee’s must be motivated for it to work effectively. HR and L&D teams must design and manage coaching by choosing if the organisation needs coaching, finding the correct coach/mentor, relationship management and monitoring its success. Models of coaching must be considered to see if they are appropriate. The coach/mentor chosen must meet organisational needs (CIPD, 2021a).
External coaches are skilled and experienced, no distractions within the organisation, company politics have no effect on them and can give sensitive feedback. However, they can be expensive, have no familiarity with the organisation, less available than internal staff and their suggested changes may not be feasible. Internal coaches have no direct costs, offer a personal relationship and understand the organisation. However, less time for them to spend on their day-to-day responsibilities, confidential difficulties, can be guarded with their feedback and not comfortable questioning organisational procedures (Angle, 2018).
Organisations are responsible for deciding GDPR 2018 guidelines for coaches (EMCC UK, 2018). Confidentiality is important for there to be trust in the relationship (Clutterbuck, 2013). Ethics is linked into this to protect people’s privacy (Starr, 2016). Coaching supervision is when the coach brings their past work experiences into the session to reflect which benefits both the coach and coachee. This needs to be considered for data sharing policies (ICF, 2016). Coaches do not need to be registered to a professional body (Life Coach Directory, 2021) so important for the organisation to make sure they meet their requirements (CIPD, 2021a).
Coaching beliefs that can be stated in a contract include commitment to support the coachee, a trustworthy coaching relationship, coachee’s responsibility to create results, coachee is capabile of more than their current results, focus on coachee’s thoughts/experiences, coachee to create solutions and equality-based conversations (Starr, 2009).
The pandemic caused issues for employee’s wellbeing. It can be difficult to spot when employee’s are struggling with mental health when working from home as cannot see facial expressions/body language. It is important for managers to have conversations about mental health with their staff and discuss their own vulnerabilities. Video calls can be overwhelming for some people so use a phone call instead for regular check-ins. Peer support programmes should be used in case employees do not want to discuss their feelings with their manager (CIPD, 2020).
Mentors should provide emotional support to their clients during a pandemic and should use reflective listening to understand how their clients feel for them to help (Fessell, Chopera and Saint, 2020).
3.1
Coachee/Mentee/Employee 
Coaching can impact an individual's social interaction skills and confidence (CIPD, 2020a). A study by Hicks Carter and Sinclair (2013) found a significant increase in how employees perceive their well-being at work since introducing coaching. Employee’s feel more useful, think more clearly and are better at problem solving so can cope more with unexpected problems. Employees felt more capable and had higher job satisfaction.
Coaching plays into Pink's Autonomy, Mastery and Purpose Framework (Mindtools, 2021c). People have autonomy when they are trusted to do their work. They have mastery where they see unlimited potential in themselves and learn how to keep improving. They have purpose where they are motivated to use their skills for purpose. When workers needs are met this makes them more fulfilled, so they contribute more. Coaching gives more energy and motivation to the worker, and they feel inspired (Mathieu, 2018). 
Coach/Mentor/Line Manager 
Coaching allows managers to have more free time as their staff will be better equipped to do their jobs and problem solve (Lansberg, 2015). Random House Group trained managers to be coaches and found they felt valued and engaged as well as being able to help their staff (CIPD, 2013). 
By offering coaching you can attract and retain talent. Coaching staff ensures they are well equipped to deal with any challenges. It allows managers to communicate bettwe with their staff, fully understand their staff’s point of view and relationships become stronger (Weintraub and Hunt, 2015).
3.2
Organisation 
River Island have adopted a coaching culture where they do regular one-to-ones and have found that this helps drive performance. Nestle finds coaching helps with performance and engagement. A key measure that they used was their engagement survey and found since introducing coaching there have been an increase of around 4% to nearly 70% (CIPD, 2017). 
Signet were struggling with falling retail sales during the recession so introduced coaching to help staff be mindful when thinking of customer service. Their sales improved by around 8% when other company's sales were decreasing around 10%-15%. 
It is difficult the measure return of investment from coaching as you are investing in an individual and what they can gain for the company over a long-term period with their performance. It is organisational capability that matters rather than focusing on individuals (CIPD, 2013).  
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