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Coaching and mentoring are techniques for personal development. They take place over a period of time, through sessions that are designed to improve some aspect of a person’s performance.  

What’s the difference?

The difference between coaching and mentoring is that coaching tends to be more task related, developing a particular skill or trait to improve performance.  Mentoring takes a more holistic approach, supporting individual growth, or guiding the mentee on a more personal level. However, there is often much overlap between the two.

Key features
Coaching or mentoring is usually:

· Designed and delivered around the needs of the individual 
· Ongoing one-to-one relationships

· Encourages the individual to find their own solutions, rather than provide definitive answers

	Individual benefits: 

· Improved skills

· Increased self confidence and awareness

· Relationship with a guide and confidante

· Insight into own behaviours and learning styles
	Organisational benefits: 

· Increased work performance

· Internal relationships between colleagues

· More skilled and confident workforce


Roles
From the outset, coaching or mentoring is about building a relationship.  Neither the coach nor the coachee, the mentor nor the mentee can just turn up at a coaching session and assume it will run well. 
The coach or mentor should take the lead in the relationship in order to:
· Ensure that everything is in place to make the relationship work smoothly (including convenient times, locations, and frequency of sessions).
· Encourage clear aims for the sessions.
· Ensure that the coachee is comfortable with the situation.

· Address any power issues: power can be used in many different ways, consciously or unconsciously. Anything that suggests ‘I am more important in this relationship than you’ is a use of power which needs to be removed from the situation in order for both parties to get the most from the sessions.
· Prepare a variety of techniques to help guide the person that they are working with and help them to find a solution that is right for them (such as questioning, probing, suggesting additional actions between sessions).

· Familiarise themselves with the context in which the coachee or mentee is operating so that they can guide them appropriately.
· Ensure confidentiality in order to create an open and honest ambience for the individual. 
· Summarise the learning and actions from each session and record them.
It is not always necessary for the coach or mentor to be an expert in the area for development, although they will need skilled coaching experience so as to guide the coachee to best effect.
It is important to remember that the coach or mentor should not undertake the role of counsellor or therapist. If issues have arisen that are outside the coaching or mentoring remit, they should only forward them on to others with the absolute approval of the coachee following a clear and documented discussion with them.

To get the most from their sessions, the coachee or mentee should:
· Complete any tasks set at the previous session.

· Be prepared to be honest and open with their coach – they may ask some personal and difficult questions.

· Be clear about what they are looking to derive from the sessions at the outset and ensure this has been communicated to their coach.

· Respect their coach or mentor both inside and outside of the sessions. Where the coach is not an expert in a particular field, they will be an expert in coaching others in that field. 
· Turn up on time and be prepared for sessions.
Top tips for successful coaching or mentoring

1.  Preparation. Both the coach and the coachee should know why they are working together.

2.  Agree the frequency of the sessions (eg monthly, bi-monthly) and stick to them. Allow time to get things done, but not so much time that what has been done gets forgotten.

3.  Arrange an introductory meeting where the coach and coachee are not known to each other.

4.  Agree and document future actions.
5.  Reinforce learning points from each session.
6.  Arrange for sessions to be held in places that both parties find pleasant and comfortable. Avoid dark and dingy spaces, or noisy open offices where there might be distractions.

7.  Keep the session’s fun without losing sight of the bigger goal.


Setting up a coaching or mentoring scheme

In order to run a coaching or mentoring scheme it is important to have the appropriate coaches or mentors ready, willing and able to take on the roles if called upon to do so. Think about where these volunteers will come from and what skills and experience you will need from them. Your scheme may be very focused or much broader, but either way you might want to set clear limitations.  
Remember that mentors may not always need to have a particular skill or expertise if they have the right coaching experience and qualification to support the individual. Where potential coaches have been identified or come forward, their specific areas of expertise need to be ascertained so that a swift and appropriate match can be made.
When co-ordinating such a scheme, you must also ensure that the coachee is a realistic prospect. Do they have a clear idea of what they want or what they need to learn? Are they aware and able to commit to the time involved?  Both coaching and mentoring require a commitment from each side and should only be contemplated where both parties have time available for the process.
Once the coaching or mentoring has taken place it is useful to obtain feedback from both the coach and the coachee. This will provide valuable information should further placements be arranged. For instance, was the coach helpful? Did they aid the coachee’s learning? Did the coachee gain what they hoped to gain from the experience and has this fed back into their organisation and affected work performance?
When to use coaching and mentoring
Coaching and mentoring can be used for a specific development need, to acquire a new expertise within a workplace, or to move onto the next level within a career for example. The approach is tailored to the individual, equipping them to improve their own development, rather than simply training or telling them the answer. 


For any further information, guidance and support, please visit www.gmvss.net
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Coaching – development of a particular skill or trait of an individual through structured one-to-one sessions over a period of time





Mentoring – development of an individual through one-to-one sessions, to support individual growth more generally
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Further links and guidance:


Coaching and Mentoring Network - www.coachingnetwork.org.uk


Mentoring and Befriending Foundation - www.mandbf.org


CIPD information on coaching and mentoring - ��HYPERLINK "http://www.cipd.co.uk/hr-topics/coaching-mentoring.aspx"�www.cipd.co.uk/hr-topics/coaching-mentoring.aspx�


ILM qualifications in coaching and mentoring - https://www.i-l-m.com
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