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[bookmark: _Toc18067006]Introduction
A number of developed economies have reduced levels of unemployment, however, throughout the world redundancy is still on the increase (Garvey, et al., 2018). According to Garvey, et al. (2018), with ‘World Employment and Social Outlook’ report conducted in 2016 predicted global unemployment to be over 200 million individuals along with record levels of skills shortages, coaching as well as mentoring could have an impact in aiding individuals in order to source employment or even to start their own company, or address the skill shortage epidemic. Therefore, the report intends to demonstrate an understanding of the importance of coaching and mentoring skills within William Hill (WH). Furthermore, it aims to develop a critical understanding of skills, values, practice of effective management coaching and mentoring through utilizing various literature, models and theories. Additionally, it will demonstrate the benefits coaching and mentoring conveys towards the organisation. Firstly, this assignment intends to define and explain what is coaching and mentoring along with its purpose, differences and similarities. Moreover, by using a defined model within coaching, this assignment intends to unsympathetically assess the benefits for developing persons’ workplace efficiency. Lastly, a critical exploration of the knowledge, skills, attitude (KSA) and behaviors required by an effective coach will be discussed.
[bookmark: _Toc18067007]William Hill
William Hill (WH) was founded in 1934, and now is the most trusted brand within their marketplace (William Hill Plc, 2019). WH employ over 15,000 individuals across 12 nations. WH was founded within the United Kingdom business and remains their main market, accounting for 86% of their business in 17/18 (William Hill Plc, 2019). WH with their employees continue to innovate, in order to engage with consumers across various platforms (i.e. betting shop, sports book, online via multiple devices) (William Hill Plc, 2019). As a company WH is committed to enabling customers to gamble positively through a variety of coaching and mentoring techniques, tools and systems that encourage coachees’ control as part of their ‘Nobody Harmed’ motivation (William Hill Plc, 2019). WH consider the betting industry to be highly innovative, consequently, as one of the most successful gambling companies, they are constantly investing in human resources, product as well as marketing in order for excellent customer satisfaction (William Hill Plc, 2019).
[bookmark: _Toc18067008]Critical analysis of coaching and mentoring
Effective coaching and mentoring are vital skill within organisations such as WH and will set individuals to one side as a leader as well as contributing to one’s success, trustworthiness and character as a human resource manager (Brent & Dent, 2015). Brent & Dent (2015), claims coaching and mentoring in many ways are about attitudes and skills, competences as well as capabilities. Coaching and mentoring have been considered as a lively debate amongst several academics as to what they stand for. In literature, coaching and mentoring have numerous descriptions as well as definitions. These variances make those interested wonder whether coaching and mentoring remain characteristic and distinct activities or are they any similarities.
‘Coaching’ could be described ‘as a goal-directed, multifaceted process for enhancing people, work and life’ (Griffiths & Campbell, 2006). Likewise, Clutterbuck & Megginson (2005) detailed ‘Coaching’ mainly relates to ‘performance improvement’, this is usually temporary for a particular ‘skills area’ and goals are characteristically established with or suggested by the coach. Despite the fact, the leaner has foremost possession of goals, whilst the coach has main possession of the ‘process’. Furthermore, majority of cases, coaching includes “direct extrinsic feedback”. For instance, when the coach in WH reports to the coachee what the individual has detected (Michael, 2008). Therefore, coaching can be seen as the capability of WH’s management to listen to others as well as helping them improve their efficiency. Furthermore, Eric Parsloe, Director of Oxford School of Coaching and Mentoring claimed, in order to be effective at coaching, one requires knowledge and understanding of the process and the variation of styles, skills and techniques that would be relevant ‘to the context in which the coaching takes place’ (Brent & Dent, 2015). 
Whereas, ‘Mentoring’ mainly correlates to ‘the identification and nurturing of potential’ for the overall person. This may perhaps be a long-term relationship to which goals could alter but are at all times established ‘by the learner’. However, the protégé on this occasion takes ownership of both goals as well as process. Moreover, the mentee provides the feedback whilst the mentor provides help in developing an insight as well as understanding through ‘intrinsic observation, that is, becoming more aware of their own experiences’ (Megginson & Clutterbuck, 2005). Mentoring was defined as a process to which an experienced individual aids as an example, offers direction and support to an emerging coachee, and guarantors the person’s profession progress (Weaver & Chelladurai, 1999) 
[image: ]Figure 1: illustration of coaching & mentoring

Source: (Fielden, 2005)
Coaching and mentoring share some common features, as there could be occasions where coaches have to assume mentoring roles and vice-versa. According to CIMA briefing overview, both coaching and mentoring are independent of WH management relationships as well as they may stifle the openness and honesty which is or should be at the heart of successful dialogue. When coach or mentor in effect becomes an accountability partner working with their best interests in mind as well as bringing fresh insights to either specific task or profession or private life as a whole.
Neither coaching or mentoring is overall about teaching, instructing or being telling individual what to do, as learning styles, the core is enablement. It should never be confused with simply giving advice or even feedback. Their role is to query appropriately in order to create individual self-awareness. Furthermore, this could lead to informed decision making at whatever level off concern. It is not about providing the correct answers; the mentee probably already knows them. Bear for coaching and mentoring does not have to have the same level of technical expertise as their coachee. Additionally their task is not what to magically solve complications but too question how how to go about it by looking for solutions. It is not psychological mollycoddling or a substitute for hard work.
[bookmark: _GoBack]Neither are one-off events but processes with distinct evolutionary stages. In the CIMA brief overview they say as individuals accomplish specific goals as well as learn new behaviours, the Goalposts move accordingly until both participants are are satisfied that the whole objective va has been accomplished. That objectives can be anything from a complete profession change within wh to learning a new procedure within the workplace.

Numerous methods to coaching and mentoring have been established in the latter decade. Individual approaches such as;
Goal orientated coaching’s purpose is to support WH’s workplace transformation (Fielden, 2005). As soon as strategies are developed to manage change, coaching ought to be perceived in conjunction with enablement and training operation (Fielden, 2005). Though various organisations have confidence in thinking coaching is a form of counselling within a place of work, however, coaching and counselling have critical variances amongst them. For example, utilising goal-setting inside coaching. Goal-oriented coaching consists of essential questions to which require addressing, for instance, who is setting the goals, which are valuable types of goals, by what means to accomplish goals as well as by what method feedback can be merged (Fielden, 2005).
Purpose of transactional and transformational coaches is the requirement to go beyond being concerned with capabilities, learning skills, methods and concentrate on changing entities’ perception, value and sense of purpose (Fielden, 2005). To be able to implement effective transformational coaching, mindfulness, commitment and structuring practice are three core skills required (Fielden, 2005). On the other hand, self-coaching purpose is fundamentally for coaches to develop self-development. Coaches ask questions to themselves regarding their knowledge, perception, and beliefs concerning coaching (Fielden, 2005).
Team coaching purpose is to deliver the motivation for structuring and inspiring teams. It establishes a cluster of persons into an operational corporate system (Fielden, 2005). Teams are asked to mind map choices accessible and reach agreement on a plan amongst them. Developing essentials which are suitable for staff is important as it ensures that the group at work are on the matching agenda. Consistent meetings are required, and staff possibly will have the need to construct social time together (Fielden, 2005). However, executive coaching drive is focussed on evolving advance and high-performing leaders and emphasises on practical topics and psychological deliberations (Fielden, 2005). This type of coaching is fundamentally founded on dynamics of being high in the hierarchy and recognises the necessity for continuous development (Fielden, 2005). Therefore, it is vital that executives have unbiassed, impartial individual with whom they can deliberate opportunities and challenges (Fielden, 2005).
To understand coaching and mentoring purpose is vital. Coaching and mentoring is linked with improving performance levels, behavioural responsibilities, planning and carrying out duties, implementing methods for more effectiveness, self-actualization and creativity (Michael, 2008). Coaching and mentoring consistently, is extremely vital in determining leadership expertise, but employs a smaller amount influence than present experience, providing evidence that formal and experiential learning formulate an significant part of leadership competence (Michael, 2008). Therefore, the purpose of coaching and mentoring skills within the workplace is that it demonstrates an understanding of individuals within the workplace to which Sir John Whitmore a coaching expert suggested that coaching is releasing an individual’s potential in  order to capitalize on their own performance (Brent & Dent, 2015). 
Coaching or mentoring has a purpose to help management in WH to accomplish results or as a team, assist hierarchy with team building, aid individuals in gaining clarification on their thoughts as well as commitment, challenge as well as support individuals in order to transform their restricted beliefs within the workplace. Additionally, coaching and mentoring’s purpose is seen to assist managers in becoming a source of support rather than a threat, for instance, assisting hierarchy in bringing out the capacity as well as potential of the team. Furthermore, the purpose could also be to identify, resolve issues and also aid in planning for the future in order to take full advantage of potential opportunities (Michael, 2008). Brett & Dent (2015), in their book also mentioned the purpose and importance of coaching and explained why coaching is becoming more essential;
· The need for WH managers to utilize their team members to develop further opportunities and possibilities, instead of giving their personal response which might be incorrect or obsolete (Brent & Dent, 2015). 
· WH managers need to gain a competitive advantage by having individuals with concepts, skills, accountability and inventiveness. Therefore, the fundamental inkling is coaching develops employees in order to aid with their learning along with instilling confidence. Not being able to coach employees will result in this not being achieved (Brent & Dent, 2015). 
· Expectations of Gen Y and Millennials have transformed, for instance, WH managers are expected to be coaches than directors who direct them on what is to be done. In their book, research was undertook at Ashbridge Business School to which resulted in 56 percent of Gen Y’s identified their perfect manager is an individual that satisfies the role of a coach and mentor (Brent & Dent, 2015).
· Coaching is a way for team members in WH to achieve. Coaching by WH management is about helping individuals achieve something they want to achieve. For example, when there is opportunity for promotion and an employee would like to attain the role but lacks a particular skill or to improve their performance and self-understanding. Though coaching by WH managers has to principally focus on the individual along with referring to the needs of William Hill.
· To give responsibility and ownership to others
· To develop one’s skills as a leader
· To get individuals thinking themselves and develop initiative
· Ownership
· Autonomy
· Support WH mission, culture and values
· Creativity
[bookmark: _Toc18067009]SPACE Model
The phycological SPACE model was developed by Nick Edgerton to utilise within cognitive behavioural coaching, therapy as well as stress management (Williams, et al., 2010; Edgerton & Palmer, 2005). Nearly 63% of phycological coaching in 2011 were reported exploiting the cognitive behavioural approach along with approximately 21% informed utilising the SPACE model (Palmer, et al., 2011). SPACE model deliberations are enabled around five components (see Tab.1).
[image: ]Table 1: five elements or modalities of the SPACE model
Source: (Weiss, 2017)
The collaborative nature of the coachee’s perception and emotions in addition to probable phycological/physical and social reactions to circumstances were demonstrated by Edgerton and Palmer (2005). They summarised in what manner, to utilise the SPACE model within coaching, therapy and stress management. Along with, in what way the model can deliver a further graphical depiction of the problem or circumstances or that might be shared, established and discovered with the coachee (Williams & Palmer, 2013).


Figure 2: illustration of Y’s preliminary SPACE map
[image: ]
Source: adapted exploiting (Williams & Palmer, 2013) work.
For instance, X an employee of WH felt apprehensive about a upcoming presentation. The individual found themselves dwelling on previous presentations that were not effective, and there were suspending themselves off the task that needs to be accomplished. Utilising the SPACE map, the coach (Y) assisted X to explore a previous presentation that was ineffective. X recollected previous events then wrote in detail on a SPACE map template (see Fig.2).
X’s week has been very demanding, and maximize it, X was given a two hour notice to create a presentation to group of 10 individuals. The individual found had thoughts of the presentation being successful, demanding, and felt more and more anxious. As X stood to present, the individual felt awkward and self-conscious along with a tension in their oesophagus and moist hands. X within the presentation was wrongly located in front of the drinks table, which created a disruption as some group members got up to have some beverages. However, X thought that it would have been better positioned in another position and that X ought to have positioned elsewhere.
As X started to speak, X’s voice became high-pitched and the individual began to think that her through would not let them have their voice, as individuals at the rear of the room cannot hear. During the presentation, the individual found themselves thinking the group had more knowledge, that they do not know what they undertaking and that they do not rate them. Furthermore, they started observing their management and others in the panel for leadership, with a disheartened sensation. The individual found themselves retreating to re-explain content. This initiated a feeling of anger towards X as they thought they should not be re-explaining as they look awkward

Figure 3: illustration of X’s SPACE Model
[image: ]Source: adapted utilising (Williams & Palmer, 2013)
As soon as X had described the circumstance and social context, as well as capturing their actions/indecisions, cognitions, emotions and phycological reactions on the SPACE map. Y encouraged X to reflect on the SPACE map what caused X the most difficulty, with the purpose of exploring and challenging these essentials as well as generating probable alternate ways of responding. A presentation of the output of following stage of coaching dialogue can be seen in Figure 3. A representation of X’s essentials to which triggered the greatest trouble, is represented in bold. The SPACE map demonstrates in bold capitals the conceivable changes X recognised and then plough into action before their upcoming presentation. Consequently from the coaching, X described observing the presentation in an alternative way, starting to prepare as well as enjoying the process. X alleged that completing the SPACE model, gave them awareness of unaccommodating rational behaviours and also supported X by reintroducing their self-confidence. 
[bookmark: _Toc18067010]Benefits of developing persons’ workplace efficacy
An increased attention is being drawn towards coaching (Kampa-Kokesch & Anderson, 2001), as well as coaching psychology is being established within Britain (Whybrow & Palmer, 2003; Whybrow & Palmer, 2005). Grant and Palmer (2002) claimed, coaching psychology is beneficial towards an developing individuals for workplace effectiveness as it improves well-being and performance in the individuals life as well as workplace. Developing individuals within WH workplace improves performance, attains goals, as well as be able to manage stress (Palmer, et al., 2003). Hearn (2001), claimed developing individuals for workplace effectiveness is valuable in the perspective of the reduction of stress. Developing individuals assists in the identification factors causing stress, developing effective approaches for transformation, uncovering long-term resolutions are benefits gained through developing individuals. Furthermore, though coaching confronts stress directly, it can decrease stress indirectly by guiding individual to accomplish their goals such as  performance, efficiency or communication. In doing so, decrease stress caused by apparent lack within the area targeted by coaching (Gyllensten & Palmer, 2005).
Literature research by Ascentia (2005), reported a number of benefits of developing an individual such as, a manager in their case study attended a six-month period coaching program and after participating in the program the manager felt confident, energetic, productive as well as a relieved from stresses (Ascentia, 2005; Gyllensten & Palmer, 2005). Another study investigated experiences and perceptions of coaching from 16 managers (Wales, 2003).  After implementing the research, one of the main aspects that emerged was stress management (Wales, 2003). When the coaching started numerous managers claimed they were extremely stressed. However, due to coaching, participants were stress-free as well as experienced more open-mindedness towards events and peers (Wales, 2003). Developing individuals also assisted in managers gaining an improved understanding of, and aptitude to deal with, job and personal pressures (Gyllensten & Palmer, 2005). Compasspoint a non-profit services investigated the impact of coaching in a cluster of individuals that were recently employed as executive directors (CompassPoint Nonprofit Services, 2003). They investigated impact of coaching in several areas and found that work-related stress and exhaustions are multifaceted procedures affected by many factors (Gyllensten & Palmer, 2005). Though It was reported there was a lack of significant differences within their survey, coaching supported several participants in the reduction of exhaustion within the workplace as well as decreasing stress levels (Gyllensten & Palmer, 2005; CompassPoint Nonprofit Services, 2003). Moreover Grant (2003), studied the effects of developing individuals through life coaching programs, to which he found that levels of depression, anxiety and stress were significantly condensed in the post coaching examination. Therefore, suggesting developing individuals effectiveness has a positive correlation with the enhancement of individual wellbeing (Gyllensten & Palmer, 2005).
Developing individuals’ such as X workplace efficacy has an encouraging influence on WH (Fielden, 2005). Developing an individuals’ produces enhanced relationships as well as teamwork amongst employees at various levels (Fielden, 2005). According to Herzberg’s Two-Factor theory, there are specific influences that WH can present in order to directly motivate their team members (Riley, 2019; Cole & Kelly, 2011). In his theory, achievement, recognition, responsibility, work itself, advancement and personal growth were corelated to job satisfaction (Cole & Kelly, 2011). Therefore, developing individuals has an increase on job satisfaction to which ultimately enhances efficiency and value, as well as an increased improvement on the utilisation of human resource, skills and resources (Fielden, 2005). Furthermore, it also greatly improves the flexibility and adaptability of WH’s changes (Fielden, 2005). Workplace coaching can support in the alignment of individual performance with team and WH objectives, capitalize on strong points, enhance communication amongst management and teams (Fielden, 2005). Moreover, it supports team members on taking ownership and accountability for their behaviours as well as encouraging staff to go beyond their supposed limitations (Fielden, 2005).
A study by CIPD (2004) found, 99% of 500 respondents approved coaching can generate tangible benefits, both to the person as well as WH (Fielden, 2005). In addition 93% decided, developing individuals is a key mechanism to transfer learning from training courses back to the workplace. Likewise, 92% also approved that coaching positively impacts the bottom line, whilst 96% settled it is an effective method to encourage learning within WH (Fielden, 2005). According to some academics, coaching benefits is split into two aspect, strategic and interpersonal benefits (Fielden, 2005). Strategic coaching provides support for WH to appeal to more business; supports the monitoring and evaluation of activities; guides people and updated processes; encourages creativity as well as accountability; inspires individuals to take responsibility; motivates individuals and enhance skills, together with the capability to effectively communicate; supports the retention of employees; providing impartial guidance on WH’s decision; increasing mindfulness of resources; broadening scope of information, concepts and resolutions; and demonstrate WH is socially responsible towards its employees (Fielden, 2005). On the other hand, interpersonal coaching can extract and tap potential and innovation; manage profession and personal life; improves the capability to deal with and embrace transformation; enhance attentiveness, self-confidence, relaxation and making decisions; eliminates performance barriers; and eradicates unhealthy workplace stresses (Fielden, 2005).
In a National Health Service (NHS) report, it was claimed that there are four essential benefits to which are: Staff retention and investing in training programmes can influence X’s (coachee) emotion of self-worth within WH. Colleagues are further expected to remain within WH when they feel somebody is interested in them and their emerging profession (Fielden, 2005). Investment in, and innovation of, learning and development approaches are vital to guarantee that excellent customer service within WH is supported by capable and skilled professionals (Fielden, 2005). DOH (2002), claimed permanent learning and development prospects for improving and developing team members profession is vital objective in enhancing the working lives of staff (Fielden, 2005; NHS Modernisation Agency , 2004). Furthermore, enhancing X’s self-esteem as well as making sure of effective human resource management are also vital purposes in accomplishing the goal (Fielden, 2005). Therefore, more flexible and pioneering approaches of developing individuals’ to suit their needs ought to be conferred.
Realistically it is suggestable that X in coaching relationship has a far greater opportunity to coach others (Fielden, 2005). Consequently, having significant implications towards WH, as developing individuals’ is to be expected to generate a pool of future effective coaches (Fielden, 2005). The current social and economic environment, ensures employees and customers needs are imperative and WH need to be up to date with their understanding (Fielden, 2005). Through the relationships, Area manager acting as a coach can communicate WH’s verdicts and concepts to Y (coach). Therefore, demonstrating that coaching relationships is a cost effective method towards WH to stand-in and develop capacity (Fielden, 2005). UCE (2004) found, three essential benefits and results of developing individuals:

· Corporate performance
· Individual performance
· The process of coaching itself
[bookmark: _Toc18067011]Critical exploration of an effective coach 
This assignment will now critically explore knowledge, skills, attitude (KSA) and behaviours requires by an effective workplace coach. To be an effective coach , it is claimed that the coaching relationship is important. For instance, Y has to perform several roles. The fundamental objective is to develop X. This is accomplished by improving self-confidence, recognising appropriate subjects for coaching and evolving strategic responsibilities as share of occupation knowledge (Fielden, 2005). Therefore, coaching is not telling X what to do and how. Sometimes, it contains supervising what is being done and guiding by what means to improve what they doing (Fielden, 2005).
Coaches require patience, and need to be disconnected, helpful, attentive, observant, mindful and self-aware (Fielden, 2005). According to Fielden (2005), to be an effective coach, knowledge, trustworthiness, experience and authority is a must. Furthermore, effective coaches require a wide-range of core skills such as; capability to generate rapport; attentive to content and process; being open-minded; paraphrasing and reflecting; questioning analytically; recognising restrictive assumptions and beliefs; and handing out and getting feedback (Fielden, 2005). Nevertheless, research has demonstrated that coaches felt that it is not essentially the skills that are significant, but somewhat the method the skills are utilised (Fielden, 2005).
According to Downey (2003), Rogers (2004), Whitworth et al. (1998) and Clutterbuck (2004) there are desirable skills in order to be an effective coach. Primarily, the main aptitude is the capability to engage with X and shape a trustworthiness relationship (NHS Education for Scotland, 2016). X ought to trust Y enough in order to speak honestly about their thoughts and emotions. A lack of that in the long run results to nothing being achieved (NHS Education for Scotland, 2016; Downey, 2003; Rogers, 2004; Whitworth, et al., 1998; Clutterbuck, 2004).
[image: ]Figure 4: Rogers, (2004) defined it as
Source: (Rogers, 2004 p.26; NHS Education for Scotland, 2016)
· Self-awareness remains imperative to empower Y, to separate responses and emotions belonging to Y, and which has its place with the coachee, with the intention of Y’s needs and their presumption of the coachee are diminished (Downey, 2003). 
· Active listening is the excellence of Y’s listening, that governs the excellence of X’s thoughts. The capability to remain quiet to empower X to speak more, or reach a deep philosophical state, is indispensable. By means of listening, comes the capability to paraphrase as well as review what X is conferring. Ensuring Y comprehends what is being said, and support X in clarifying or making sense of what was said (NHS Education for Scotland, 2016).
· The capability to ask effective questions such as open questions, where one cannot answer with yes or no and has to open up the dialog (NHS Education for Scotland, 2016). Knowledge is key on querying coachee on how they going to do something is predominantly beneficial as it suggests that the coachee has the capability to do it; it is a matter of selecting the finest approach (NHS Education for Scotland, 2016). Towards the end of coaching meeting Y would require more closed ended questions when solidifying action plans (NHS Education for Scotland, 2016).
· Ability to give feedback constructively is essential for Y. This can be feedback from peers within the workplace or feedback on how X is coming across towards Y during their meetings. The latter is could be enlightening if Y experiences X demonstrating the same behavioural patterns in the meeting that they are trying to address within WH (NHS Education for Scotland, 2016).
· Lastly it is Y’s accountability to structure the meeting with the purpose of  enabling Y to attain meaningful outcomes from the dialog (NHS Education for Scotland, 2016).
[image: ]Figure 5: Intent is precisely highlighted by Downey (2003), to which he defines as:
Source: (Downey, 2003 p.57)
De Haan (2008), built on these KSA’s and behaviours Y requires and began to define strategic skills, which are normally found utilised by experienced and external coaches. 
· An effective coach has the ability to maintain relationships. They build up and unwind relationships with an extensive variety of coachees, to generate working coalitions that make it possible for coaching. Therefore, it supports to be succinct, explicit as well as reliable, and to be capable to endure a vast variety of emotions, in cooperation within oneself and in others (NHS Education for Scotland, 2016). 
· Effective coaches are capable of utilising diverse aspects of knowledge. For instance, self-knowledge, knowledge; of how X develops, of WH, of psychodynamics, of diverse styles to coaching and of communication methods (NHS Education for Scotland, 2016). 
· Effective coach required the capability to work constantly with various methods and make a well thought-out choice, reliant on the topic, coachee and their situation (De Haan, 2008; NHS Education for Scotland, 2016). 
· Coaches need to recognise patterns and psychological models. Coaches such as Y ought to be on the look-out all through meetings for probable associations amongst the coachee’s matters and relationships. Moreover, Y also should be observant on ‘here and now’ in the coaching rapport and other work relations (NHS Education for Scotland, 2016).
· Conceivably most prominently, coaches require the skill to manage their own painful experience within coaching dialogue. This contains coaches having to handle disapproval or coachee’ impractical expectations, and manage their own things in the form of memoirs and potentials (NHS Education for Scotland, 2016).
To be effective as a coach it is also wise for one to be aware of any boundaries towards coaching. For instance, at the beginning of a coaching relationship it is vital that the coach as well as coachee establish limitations. This required both individuals to collaborate in order to determine precisely what the relationship of coaching is and what are the objectives. Kenton and Moody (2001), found a mixture of responses when enquiring whether coaches observed a difference amongst mentoring, counselling and coaching. A number of coaches were clear when stipulating to their coachee that it was not be counselling relationship, as thy do not have the appropriate skills and knowledge. Nevertheless, other coaches specified that they would permit the dialogue as well as relationship to be directed by the coachee. Therefore, the evidence shows that prior to a coaching relationship, coach and coachee ought to establish what is anticipated and describe the limitations of the relationship (NHS Education for Scotland, 2016).
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“To be successful, all [approaches] depend on respect for the client — the foundation
stone of which is what Carl Rogers. . called ‘unconditional positive regard." Al call
on the practioner to create and sustain a high degree of rapport and to act from the
highest ethical standerds. All need an extraordinary degree of self-awareness and
self-management’
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“Intent is the inner game of asking the nght question, skill or competency. By
intent | mean the purpose or aim of the coach when deploying one or more of the
skills. .. When | ask novice coaches the intent question | get many kinds of
answers. Mostly they point to the coach’s need to solve, to fi, to heal, to be right
orto be in control the intentions seldom help the client become more aware or
retain responsibility”
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Table 1 - Differences between Coaching and Mentoring relationships

Coaching

Mentoring

Relationship generally has a set duration

Ongoing relationship that can last for a long period of
time

Generally more structured in nature and meetings.
are scheduled on a regular basis

Can be more informal and meetings can take place.
as and when the mentee necds some advice, guidance
or support

Short term (sometimes time-bounded) and focused
on specfic development arcasfssues.

More ong-term and takes a broader view of the person

Coaching is generally ot performed on the basis
that the coach needs to have direct experience of
their lents formal occupational role, unless the
coaching is secific and skils focused

Mentor s usually more experienced and qualfied than
the mentee. Often a senior person in the organisation

‘who can pass on knowdedge, experience and open
doors to otherwise out of reach opportunities

Focus Is generally on developmentissues at work

Focus ks on career and personal development

The agenda is focused on achieving specifc and
immediate goals

‘Agenda s set by the menee, with the mentors

providing support and guidance to prepare them
for future roles

Coaching revolves more around specfic
development arcas/isues.

Mentoring revolves more around developing the
mentee professionally

Source: Jrvs (2004: 20)

The main differences between the functions of a coach and a mentor are outlined in the following table:

Tablo 2 - Comparative Coach and Mentor Roles

Coach

Montor

Protége learning t primarly focused on abites

Learning is focused on attitudes

Technical or professional focus

Technical, professional and politica focus
(e, introduction into influcnce networks)

Effective use of the protéges existing competencies

Helps the protégé 1o realse hisher potential

Professional nteraction with the protégé

More nteraction with an affective component

Coach usually guides a team

Privieged relationship with one person

Inspires respect for hister professional competendies

s 2 ole model

Short-term training

Long-term development

Source: Benabou and Benabou (2000:2)




