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Context
LO1: Understand the concepts of coaching and mentoring.
· 1.1 Define and explain the concepts of coaching and mentoring.
· 1.2 Analyse similarities in, and differences between, coaching and mentoring and evaluate the validity of grouping the two concepts together.
· 1.3 Evaluate how coaching and mentoring differ from counselling and from one-to-one training. (Explain the contexts in which these initiatives would prove useful).
LO2: Understand the different ways coaching and mentoring can be implemented in organisations.
· 2.1 Explain 3 different types of coaching and 3 different types of mentoring which can be implemented within organisations.
· 2.2 Evaluate the role of line managers within coaching and mentoring.
· 2.3 Assess factors to be considered when implementing coaching and mentoring programmes in organisations.
LO3: Understand the potential benefits of coaching and mentoring in organisations.
· 3.1 Assess the potential benefits of coaching and mentoring for coachee/mentee and coach/mentor.
· 3.2 Assess how coaching and mentoring programmes can support the achievement of organisational objectives.









Understanding Coaching and Mentoring in an Organisation
LO1: Understand the concepts of coaching and mentoring.
1.1 Define and explain the concepts of coaching and mentoring.
Coaching and mentoring is a development approach that is based on the use of conversations on a one-to-one basis. The idea is that these approaches strengthen a worker’s skills, work performance and knowledge surrounding the job. This approach has become more popular within organisations over the resent years, being used to further develop their employees. If done correctly the coaching and mentoring approach can be very effective in the development of staff (CIPD, 2020).
1.2 Analyse similarities in, and differences between, coaching and mentoring and evaluate the validity of grouping the two concepts together.
Coaching is an approach that is used to improve and develop an employee. The ICF defines coaching as:
"Coaching Supervision is the interaction that occurs when a coach periodically brings his or her coaching work experiences to a coaching supervisor in order to engage in reflective dialogue and collaborative learning for the development and benefit of the coach and his or her clients." (Coach Maria, 2016).
The purpose of coaching is to improve an individual's performance and development whilst in the workplace, whilst focusing on clear goals and specific skills. However, it has been known to improve an individual's home life too by making them more confident and better at social interactions with others. The time that it takes to successfully coach an individual is usually defined at the beginning of the process, unless this is a new management style that is being implemented.
Coaching is usually undertaken by a line manager or others with coaching skills, this is a skilled activity and as such should only be delivered from people with the necessary skills and training be able to complete correctly. The main objective from the coaching approach is to provide people with the opportunity identify their strengths and weaknesses, whilst improving their performance in these areas, through a non-direct forms of development methods. The goals set can be both personal and organistional areas. Not all professionals agree on the exact definition of coaching, but these general principles apply to each of their theories (CIPD, 2020).
Mentoring, unlike coaching, does not have to be undertaking by a trained individual or line manager. Mentoring is usually a more experienced member of the workforce, with a wider range of knowledge regarding the organisation, supporting the development of a member of staff with less experience. However, mentoring is like coaching in the sense that it requires the skills of reframing, clarifying, listening and questioning the individual.  Whereas coaching is usually met with a definitive time scale, mentoring is usually a longer relationship.
In a mentoring relationship both parties have the opportunity to learn from one another, and these are usually the best mentoring relationships, where the more experienced member of staff moves past the approach of showing the less experienced member of staff how things are done, to one that is beneficial to both parties, and where both individuals can share experiences and learn from their differences. If a company assigns an employee a mentor from the initial hire, it can often make the process a lot less stressful for the recruit, as well as giving the employee a since of belonging to the company, it also helps to in bed the company's culture more easily and within a quicker time scale.
Proven research has linked an enhanced effectiveness of work in staff with the use of mentoring (Scandura, 1992). Mentoring can also play its part in increasing the financial wellness of the organisation, through advanced gaudiness and behaviors modelling, these can all help support areas of growth and organisational success. Through mentoring a bond can be created which gives the individuals a sense of belonging, which means an individual is more likely to take action in succeeding within the organisation as well as limiting the staff turnover as well as teaching efficient work methods for individuals to take with them. Mentoring is especially effective within new hires into the organisation, making them feel secure and welcomed (Miller, 2020).
1.3 Evaluate how coaching and mentoring differ from counselling and from one-to-one training. (Explain the contexts in which these initiatives would prove useful).
One major difference between mentoring compared to counselling is the relationship that is created through the two individuals. Whereas mentoring is usually less formal, meeting can be in a range of locations and the duration between the mentor and member of staff is usually long term, whereas a councilors office is usually formal, located within the councilors office and the duration is usually a fixed time with time frames usually set on the counselling meetings (Hambick, 2018).
Both counseling and mentoring can advise an employee with valued information. However, a councilor's advice is usually well-valued due to the respect gained through having the necessary qualifications and being a professional in the matters in hand. Whereas the mentor's advice is still valued but on more of an admiration level. The mentor will still be respected due to the experience they hold in the current role, but this respect will be on more of a personal level (Miller,2021).
Another difference between both is the confidentiality in the conversation with counseling compared to that of mentoring. Although it may be implied that a conversation is confidential when mentoring it does not have that legal aspect that counseling does. However, although the conversation may be confidential this will come at a cost, a cost that would be a lot higher than having a mentor. A mentor is an employee that is already being counted for, so is basically free whereas counselling can vary in cost and can turn out to be quite pricey.
LO2: Understand the different ways coaching and mentoring can be implemented in organisations.
2.1 Explain 3 different types of coaching and 3 different types of mentoring which can be implemented within organisations.
One method of coaching is using powerful questions. This method is very popular throughout the world, but it is important that coach is delivering that impact through his/her questions. A powerful question should make the individual shift perspective and be able to look at the issue in a different light, making them able to come to new solutions and ideas that could benefit the situation.
The questions need to be personal to the individual and has to resident with in them. This way the question will hit the person emotionally and put it in a perspective that they can relate to on that level. The questions should be clear to the point and reverberate within the individual, almost to the stage where it haunts the individual (Clutterbuck,2014).
A type of mentoring is ‘one-on-one mentoring’, this is where there is only one mentor and only one mentee. It tends to focus on the mentee’s individual performance and looks at the individuals' skills and how they are being built as well as focusing on relationship-building within the workplace. Often the person being mentored will decide how little or much they are mentored by deciding how often they want to meet, where they would like the interaction to take place and what they feel they would like to discuss (Creighton, 2018).
Career coaching is another type of coaching. This is where the coach supports people within their decisions, making sure they are well informed over their developments within their careers. The coach is able to offer various tools in order to help the individual succeed and support when using those tools. Some tools included can be cover letters, CV’s or even public profiles (Cheeks, 2013).
When mentoring someone in a particular trade or skill an employer may choose to do situational monitoring. In this instance you take someone who is experienced within the role and pair them with someone who has little or no experience within the role (Creighton, 2018). The mentor with the more experience guides the mentee to gain the new skills that are required until the mentee is confident with what is expected of them.
Another type of coaching is referred to as peer coaching. This is where a small group of individuals come together to learn of one another. It has been found that this method is able to create a deeper understanding through the individuals having no formal accountability to the interactions they have with one another. Peer-coaching is where you have individuals that may be from different departments but share roughly the same experience in their field and are at a similar level as one another (Steinberg, Watkins, 2021).
This type of coaching is very similar to the mentoring style, peer based. Through sharing experiences, feedback, points of interest and best practices a group of peers can mentor one another, without necessarily even needing a mentor (Creighton, 2018). Through sharing they are able to expand their knowledge about the company, potentially advance within their career or just fine tune a skill that they have required.
However, it should be noted that when looking into mentoring or coaching a business may choose to adapt multiple types of mentoring and coaching. This can often create the best results through a range of learning.
 2.2 Evaluate the role of line managers within coaching and mentoring.
Line managers often take the role of coach and in 2012 was rated the 2nd most effective developing and learning practice. Was even considered to be more effective than being coached by an external practitioner by three times the amount (CIPD, 2012). Today it is still a very popular way in which a company can coach an individual. 
One major benefit for an organisation to coach through their line managers rather than outsource professionals is the cost. It can be vastly cheaper to coach through a line manager. As well as this, a line manager understands the business’ culture compared to an external party. However, often the line manager has a lack of skills qualifying them for the role and are often expected to coach without the relevant training, this can often limit the line managers ability to progress the individual past a certain point.
Another plus point to having a line manager as a coach is that there is usually already a trusted relationship between both parties. Although some may argue that this makes the line manager not objective and cannot be seen as a natural party throughout the coaching experience. The power dynamic of the relationship may also limit the responses to resolving issues. They also may like things to be done a particular order or way, which can easily start to turn into instructing rather than coaching the employee.
Through taking this role the line manager may become more loyal to the business and hopefully pass this on to the employees he is coaching. Helping to develop the teams' resources by improving his/her own skills and through the coaching of his/her employees. The line manager is also there for support after the coaching plan has been complete through an already established relationship (Gibson, Smith, 2017).
However, hiring an external coach has many advantages too, they are qualified and trained in coaching. They can provide an outside perspective whilst keeping things with the business confidential and when coaching senior managers, it is important to have the credibility.
2.3 Assess factors to be considered when implementing coaching and mentoring programmes in organisations.
It can be very difficult for an organisation to calculate the costs compared to the benefit of coaching and mentoring within the workplace. A couching industry will price its services on a few different factors to determine the value of the coaching. One will be the reaction of the clients. If the stakeholders are impressed and can see the benefits of the mentoring and coaching process is an indication of the price point that can be created. Also, the level of learning that is required by the individual that is in need of the coaching. If it is minimalist coaching that a client needs then costs would vary compared to that of a client that needed extensive knowledge, attributes and skills learnt through coaching methods (Dunlop, 2017).
Behaviors is used as a measuring tool. Looking at how much change the client takes on in their behaviors, if any, after the coaching process is complete. If a coach has been working with a client and their views, opinions and behaviors have not been adapted or evolved has the coach achieved its targets. The level of results that have come from the coaching process is also a good indicator of what the coaching process has really been worth to the organisation. These are the four levels (rection, learning, behaviors and results) that was created by Donald Kirkpatrick in 1959 to objectively measure the effectiveness of the coaching and mentoring. However, there have been changes made throughout the years (Kirkpatrick, 2016).
A suggestion has been made by coaching scholars to add another level to Kirkpatrick's theory. ROCI, return on coaching investment, which has been difficult to calculate and compare with other coaching engagements (Dunlop, 2017). This is calculated with the following sum:
(Estimated benefit of coaching – cost of coaching) / (cost of coaching) x 100%
HR professionals have started to work alongside the line managers when delivering the coaching plans. They act as a support to the line managers and some companies have described the HR professionals as the champions in coaching and mentoring and many have devoted resources to help the HR team get more educated on the coaching and mentoring process. The main purpose or minimum purpose at least is to help line managers decide when coaching and mentoring would be beneficial for the business (Clutterbuck, 2014).
LO3: Understand the potential benefits of coaching and mentoring in organisations.
3.1 Assess the potential benefits of coaching and mentoring for coachee/mentee and coach/mentor.
Alongside the benefits for the business there is also benefits for the mentors and the coach. The benefits of a line manager being a coach has vast benefits, but throughout the coaching and mentoring process, the ones developing the employee can feel the positives. They often have an increase in self-confidence and self-awareness. The commination skills are usually increased and expanded on as well as the leadership skills the individual processes. They may develop new skills within themselves by asking powerful questions, delivering feedback and learning how to listen. It gives the individual a chance to be part of a growing personal network and exposure to different and new perspectives. Not only does this increase the individual's level of job satisfaction through supporting another person and learning from others, it also increases the chances of that individual being promoted in the future (Conin, 2019).
The final individuals that benefit from the coaching and mentoring program is the coachee/mentee. They develop an increases sense of self-confidence and self-awareness. They develop better communication skills and like the coaches/mentors they also help grow a personal network within the business. The individual learns the ability to self-reflect and ask good questions. They benefit from being supported by someone through improved goal-settings through learning from other experiences. This also gives the individual the opportunity a better chance of being promoted (Conin,2019).
‍
3.2 Assess how coaching and mentoring programmes can support the achievement of organisational objectives.
The potential benefits in coaching and mentoring can be endless for all parties involved. For the stakeholders involved there are huge benefits for their business when mentoring and coaching. It can benefit them with recruitment as mentoring is often seen as a perk in a job now, especially with the younger generations. Through mentoring a positive company culture can be passed through the organisation with its focus being on learning, growth and nurturing, making people more satisfied at work, as well as knowledge sharing being filtered through the workplace with minimal costs. Another major benefit is the employee engagement tends to increase whilst retention de-creases (Cronin, 2019).
A long side this organisations have also benefitted from coaching and mentoring through the employee's satisfaction and happiness, which not only influences the retention rates but also the promotion rates, increasing the productivity within the organisation and attracting new talent (Conin, 2019). There has also been a direct link between leadership development through coaching methods and an employee’s wellbeing and the employee’s stress levels when in work (O’Connor, 2014).
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